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Abstract
Cable, Amy Ed.D. The University of Memphis. May 2019. The Perception of Online Degree
Programs: An Instrumental Case Study of Two-Year Community Colleges in Louisiana. Major
Professor: Donna Menke.

While there may be high demand for and an increased interest in pursuing distance education, the
education obtained may not translate into jobs or careers, and the inability to secure a position is
related to the hiring practices within organizations. Potential employers may hold a bias towards
graduates of online degree programs. The purpose of this mixed-method, instrumental case study
was to understand the hiring process within higher education and to understand the impact
distance education and online degree education has on the hiring process within community
colleges in Louisiana. The participants included administrators who served on a hiring
committee for a non-faculty position. The participants in the study were surveyed and
interviewed. A one- way ANOVA and thematic analysis were methods used to analyze the
survey and interview data. The study revealed that there is no statistical difference in candidate
choice and education type. Finding also revealed eight themes emerged through thematic
analysis. Experience is the most important factor in the hiring process; Education is the
foundation for obtaining employment; the applicant fits in with the college culture, possesses a
specific skills set and is a good match for the position; personal experience impacts perception;
online education is gaining positive traction; accreditation and reputation create a viable online
degree programs; stigma still exists but is waning; and online education has minimal impact the
hiring process. The study showed online degree programs have minimal impact on the hiring
process in higher education.
Keywords: perception, online education, hiring practice, higher education
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Chapter 1
Introduction
The following dissertation l is a report of a mixed-method, instrumental case study case
study of two-year public Community and Technical Colleges in Louisiana. The basis of the study
focused on surveys, semi-structured interviews of committee members who are involved in the
hiring process for a non-faculty position, and document analysis of job descriptions. The first
chapter will present the background of the study, specify the problem of the study, and illustrate
the significance of the study and provide an overview of the methodology.
Background of the Study
To comprehend the concept of distance education, one must understand the definition of
distance education. Distance education is “the separation of teacher and learner with some form
of educational media used to unite the two during the learning process.” (Adams & Defleur,
2007, pp. 32-45) An online course or program is a program in which eighty percent of the course
content and interactions take place online (Kelly & Rebman, 2012; Simon, Sinclaire, Brooks, &
Wilxes, 2009). While the terms distance education and online learning are used interchangeable,
the key difference is geography. A student taking an online course may interact with their
instructor in person, whereas, in distant education, the instructor and the student are separate.
According to Allen and Seaman (2017), enrollment in distance education courses has
steadily increased since 2012 while overall enrollment has seen a decline. The percentage of
students taking distance education courses has stood at 25.9% in 2012, 27.1% in 2013, 28.3% in
2014 and the most recent study indicated 29.7% in 2015 (Allen and Seamam, 2017). Students
enroll in online and distance education courses due to a variety of reasons. It has increasingly
been in demand due to "technological advances, fast-paced lifestyles, geographic dispersion and
1

the need to teach workers new skill sets” (Columbaro & Monaghan, 2009, p. 1). According to the
National Center for Education Statistics, there were 5,954,121 students enrolled in any distance
education courses at degree-granting postsecondary institutions during Fall 2015 (U.S. DOE,
2018). Additionally, 15.4 percent of students surveyed, took at least one distance education
course and 14.4 percent took their entire program through distance education during the Fall
2015 semester. Distance education programs are a convenient choice when it comes to
furthering one’s education and online degree programs, particularly ones offered by for-profit
institutions, are meeting the demands of the corporate world (Adams & Defleur, 2007; Seibold,
2007).
It is also vital to understand employer perceptions towards distance education programs.
Several studies by Chaney (2002), Adams (2008), and Columbaro and Monaghan (2009) have
suggested that employer’s perception of online degree programs do influence the decisionmaking process when choosing who to hire. Although there has been research on this topic, it has
primarily focused on the private industry and not in higher education (Carnevale, 2007).
Understanding the hiring process in higher education may provide insight into the perception of
online degree programs. The hiring process within higher education can be broken down into
seven phases: creation of search committee, reviewing job description, recruiting candidates,
interviewing candidates, evaluation and selection of candidates, and making the offer to the
chosen candidate.
Statement of Problem
While there may be high demand for and an increased interest in pursuing distance
education, the education obtained may not translate into jobs or careers, and the inability to
secure a position is related to the hiring practices within organizations (Columbaro & Monaghan,
2

2009). Potential employers may hold a bias towards graduates of online degree programs. The
results of multiple surveys have indicated bias against online degrees although more colleges are
offering online degree programs and officials may associate a negative connotation towards these
programs due to spam emails and other marketing efforts (Carnevale, 2007). In 2008, Vault Inc.
conducted a survey of hiring managers. According to the survey, hiring managers are seeing
more job applicants with online degrees yet; only nineteen percent have actually hired a
candidate who possessed an online degree (Vault, 2008).
Acceptance of online and distance education is growing even though a bias may still
exist. The reputation of an online degree program can often be associated with the reputation of
for-profit institutions who offer online degree programs because they are often scrutinized
(Heimberg, 2014). Employers are becoming more accepting of online education as they learn
more about the programs and become more familiar with colleges that offer online degree
programs. “As more people attend online schools over time and the number of graduates sitting
on the hiring side of the desk increases, we can anticipate more favorable treatment of online
university graduates,” (Ubell, 2017, p. 1). The more information learned about the programs, the
more comfortable the employers become. In addition, traditional colleges are now offering
online degree programs, and it is becoming increasingly more difficult to differentiate between
traditional courses and courses that were delivered online (Carnevale, 2007, Ubell, 2017).
As more students enter the world of online education, graduate, and begin looking for
employment, they need to be prepared for possible degree discrimination. While online
education may seem to be a feasible and convenient option to obtaining a bachelor, masters or
doctorate, it may not be easy to achieve due to the perceptions employers may have for the
online degree program (Carnevale, 2007). Adams (2008) surveyed hiring managers in which
3

they were asked to choose between two candidates with the main difference being the type of
degree (traditional degree vs. a degree from an online institution). Over 96 percent of those
surveyed chose the individual with the traditional degree because they felt the online degree
program is not valued or weighed as heavily as a traditional degree (Adams, 2008; Carnevale,
2007).
Although there have been multiple studies related to employer perception of online
degree or distance education programs, many of the studies have focused on the private industry.
Studies like Chaney (2002) and Columbaro and Monaghan (2009) suggest that perception is
highly dependent on the specific discipline of study. For example, a private company may not
place as much emphasis on where the online degree program was obtained. What we do not
know is how employers within higher education view potential employees who have earned
degrees through the means of distance education.
Purpose of the Study
The purpose of the mixed-method, instrumental case study was to understand the hiring
process within higher education and to understand the role distance education and online degree
programs education plays in the hiring process. The case study focused on the Louisiana
Community and Technical College System and included 10 community and technical colleges.
Significance of the Study
With the increase in online education, individuals including traditional and nontraditional, working and non-working students and employers should understand the impact of
obtaining an education through online means. Previous studies have typically focused on the
private industry and in healthcare settings but not in higher education settings. Individuals who
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desire to work in higher education may have a tough time obtaining employment if their
advanced degree is from an online education program. This study will provide students with
information on how employers within the higher education setting value online education. It will
allow for an understanding of the hiring process within higher education. A better understanding
of the hiring process may inform the role distance and online education plays in the hiring
process. Additionally, it may highlight a bias that may present during the hiring process.
Research Question
The research question that will help guide the study is:
1.

How does online education impact the hiring process within two-year community colleges in

Louisiana?
Assumptions
In the study, the researcher ensured a purposeful sample of individuals were involved in
the hiring practices to inform a valid conclusion. Individuals who served on hiring committees
may have experience and knowledge with online degree programs and may understand the hiring
practices, policies, and procedures. There is an underlying assumption that the education an
applicant has will be important to the hiring practice. There may be preconceived notions as it
relates to online degree programs. One of the concepts includes the distrust and credibility of
online degree programs. Lastly, there are assumptions that the survey participants will answer
truthfully and represent the higher education population. To ensure the truthfulness, and
anonymity, confidentiality was preserved and participants were not negatively impacted if they
choose to withdraw from the study.

5

Limitations
To alleviate risks in assumptions, the individuals will freely participate in the study and
had no evidence to impact the outcome of the study. The limitations of the study included the
number of individuals willing to participate in the study; the number of individuals who served
on a hiring committee; the individual’s level of experience with online degree programs that may
affect the accuracy of the data; and lastly, the nature of the study and data collection may reflect
the accuracy of the study. The study was limited to individuals who made non-faculty hiring
decisions within their respective institutions. Additionally, the study was limited to individuals
employed by community colleges in Louisiana. Time was a limitation. Case studies pose an issue
due to the amount of data collected and the time associated with the collection of data
(Hodkinson and Hodkinson, 2001). One potential source of bias is education bias. In other
words, individuals who are participating in online education may have a positive association with
online education (Cook & Thompson, 2014). This may lead to an overestimate of the perception
of online education and hiring practices. Lastly, race is a limitation. Race is difficult to identify
in hiring practices and students of various races, ethnicity and national origin are hidden in
online education.
Delimitations
The participants of the study were required to meet specific criteria to participate in the
study. Participants will be limited to individuals who played a role in the decision-making
process. Individuals who played a role in the hiring process may have more direct experience and
insight on the hiring practices in higher education. The problem and environment based on
purposive sampling was a key delimitation for this study.

6

Definition of terms
The following terms will be used throughout the study and the literature review.


Distance education. Defined as the separation of teacher and learner with some form of
educational media used to unity the two during the learning process (Adams & Defleur,
2007; Allen & Seaman, 2018).



Distance education course. A course where content is delivered exclusively via distance
education (Allen & Seaman, 2018).



Distance education program. A program where all coursework for program completion is
done via distance education courses (Allen & Seaman, 2018).



Evaluation tool. A format for evaluating resumes (Vicker & Royer, 2006).



Interview. “ …specialized form of interpersonal communication in which two individuals
come together for a specific purpose with a set agenda. The format includes the asking
and answering of questions” (Vickers & Royer, 2006, p. 37).



Hiring authority. An individual who tasks the committee with hiring for a position
(Vicker & Royer, 2006).



Online degree/program. Defined as a course in which 80 percent of the material is taken
online (Carnevale, 2007; Kelly & Rebman, 2012; Simon, Sinclaire, Brooks & Wilxes,
2009).



Position description. Essential functions, responsibilities, and role within the organization
(Vicker & Royer, 2006).



Recruitment. Attracting potential candidates (Vickers & Royer, 2006).



Search committee. Comprised of various members who are charged with “developing a
position description, writing and distributing the advertisements, screening applicants,
7

interviewing candidates, and presenting the finalists to the hiring authority” (Vicker &
Royer, 2006 p. 1).


Shared values. Respect for each other and the process, commitment to teamwork,
committee to consensus, agreement to honor commitments such as attending meetings,
and meeting deadlines (Vicker & Royer, 2006).



Tracking. Tracking allows committee members to be informed of the status of the search
process, helps maintain the integrity of the process and minimizes the likelihood of a
qualified applicant to be missed (Vicker & Royer, 2006).



Sloan consortium. Sloan-C is an organization of colleges and higher education
professionals involved in online higher education (Hagan, 2011; Simon, Sinclaire,
Brooks, & Wilxes, 2009).



Traditional education. No online technology used or 1 to 29 percent of course content is
online through a course management system, such as Blackboard or WebCT, to support
the primary use of the face- to- face format (Kelly & Rebman, 2012).
Conclusion
Throughout chapter 1, the researcher highlighted the definition of distance education,

outlined employer perception and highlighted the hiring process within higher education. With
the growth of distance education increasing each year, the researcher stated that it is important to
understand how employers view the education received via distance and online education.
Chapter 2 provides a more detailed literature review, and Chapter 3 discusses the chosen
methodology for this doctoral research. Chapter 4 discusses the findings. Chapter 5 provides a
summary and implications of the research.
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Chapter 2
Literature Review
Purpose of the Study
The following information laid the foundation for the importance of the link between
distance education and employer perception. It is essential to understand the history of online
and distance education as well as the hiring practices in higher education. The literature review
provides insight into the theoretical framework for critical theory, the definition of distance
learning, the historical perspective of distance education, the perception of distance education
within higher education and specific hiring practices in higher education. Critical theory
provided the theoretical framework for the study.
While there is an abundance of information on the history and benefits of distance
education, there is limited research in the area of employer perception. Research in this area has
been limited to on private sector, healthcare field, business, accounting, secondary education and
limited areas in higher education. Authors such as Chaney (2002), Adams and DeFleur (2006,
2007), Seibold (2007), and Mandelbaum (2014) have contributed to these research initiatives.
Theoretical Framework
Critical Theory originated in sociology and used to describe an approach based on
critique. The Frankfurt School, developed in Germany in the 1930s, is best known for the
creation of Critical Theory. The Frankfurt school was initially located in the Institute for Social
Research and founded in 1923 (Crotty, 1998 Corradetti, 2018). The theorists and philosophers
including Herbert Marcuse, Theodor Adorno, Walter Benjamin, Eric Fromm and Max
Horkheimer established the Frankfort School. Traditional and Critical Theory, an essay written

9

in 1937 by Max Horkheimer defined critical theory as a social concept positioning toward
critiquing and changing society as a whole (Crotty, 1998; Corradetti, 2018). The Frankfurt
school emphasized the reinterpretation of critical methods of Karl Marx and Sigmund Freud.
The goal of Critical Theory is to analyze, change or equalize a situation or individual, is
ground in Marxist ideas, and relates to power structures (Crotty, 1998; Corradetti, 2018). Critical
theory is adequate if three criteria are met:


It must be explanatory and explain what is wrong with current social reality.



It must be practical and identify the actors to change it.



It must be normative and provides both clear norms for criticism and achievable practical
goals for social transformation.
Three organizational constructs: deep structure, surface structure, and ideology make up

Critical Theory. Meaning constructs within an organization suggesting that administrators may
construct meaning towards online education because they work in higher education. Deep
structure points to how meaning constructs within an organization and how it reflects the way
individuals think within the organization (Bess & Dee, 2012). Ideas created within an
organization is the basis of what people see and are consistent with the dominant way of thinking
within an organization. For example, four-year public colleges and universities may have the
belief that their quality of education and degree, whether traditional or online, far exceeds
education offered by a two-year public college or for-profit institution (Columbaro & Monaghan,
2009). Surface structure shapes the deep structure or the organization's principal way of thinking
through language, goals and structural arrangements within the organization (Bess &Dee, 2012).
Because the surface structure is within the broad structure, it is most visible. Employer
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perception within higher education is a surface structure informed by the more in-depth
structure: better quality education.
Bias imbeds within the organizational structures and members and plays a role in Critical
Theory. Often, the organization or members may not even be aware of the bias that is present.
The bias or value that individuals hold within an organizational structure creates ideology.
Ideology is the belief system or doctrine that informs individuals within an organization (Bess &
Dee, 2012). When an individual is reviewing applications for a particular administrative position,
they might not be aware of their bias when looking at the education of an applicant. They may
choose the applicant with a degree from a four-year, public institution versus an applicant with a
degree from a for-profit institution. While both degrees may be from an online degree program,
there may be an assumption that the degree from the for-profit institution is not as good or of
quality (Carnevale, 2007; Adams, 2008). How do employers know if a degree is online? There
may be an inherent bias that for-profit colleges only offer online degree programs when the
reality is that many non-profit, public institutions colleges and universities are creating solely
online/distance education programs. With both degrees, it is difficult to distinguish whether or
not the program is offered in-person, online, or a combination of the two. In turn, these ways of
thinking marginalize individuals with online degrees from for-profit institutions and may not be
offered the same employment opportunities.
Definition of Distance Education
Distance education, defined as the separation of teacher and learner with some form of
educational media used to unify the two during the learning process (Adams & Defleur, 2007;
Allen & Seaman, 2018). Whereas traditional education takes place in an environment in which
no online technology is used or where 1 to 29 percent of the course content is online through a
11

course management system such as Blackboard or WebCT, to support the primary use of face-toface format (Kelly & Rebman, 2012). Geography is the difference between distance education
and online education. A student taking an online course may interact with their instructor in
person, whereas, in distant education, the instructor and the student are separate.
While the primary focus of this study is distance eduation degree programs, it is
important to understand the various methods of instructions.
Table 1
Methods of Instruction
Proportion of Content
Delivered Online
0%
1 to 29%

Type of Course

Typical Description

Traditional
Web facilitated

no online technology used
web-based technology used
in combination with faceto-face instruction to
facilitate class (i.e. syllabus
is online); uses a course
management system
30-79%
Blended/hybrid
course that blends online
and face-to-face delivery;
more use of online
functionality such as online
discussions
80% or more
Online
most or all content is
delivered online; usually no
face-to-face meetings
Note. Adapted from “Growing by degrees,” by I. Allen, J. Seaman.
http://sloanconsortium.org/publications/survey/growing_by_degrees_2005.

History of Distance Education
While distance education may appear to be a recent phenomenon, it can be traced back to
the early 1800’s. Correspondence courses were the “earliest instructional delivery system”
(Casey, 2008, p. 2). During the 1800s, some Europeans institutions provided educational services
and offered correspondence courses including courses in history, mathematics and graphics
12

design (Edelson and Pittman, 2008). Pittsburgh Shorthand training program relied on the United
States Postal Service to deliver the instructional information. Individuals would mail their
required coursework and receive a certificate of completion upon receipt (Casey, 2008). While
the private industry such as businesses used distance education, it was not until 1892, that higher
education recognized distance education. The primary reason for the adoption of distance
learning was due to logistical challenges facing the population at the time. Offering face-to-face
courses became a challenge as populations grew over large geographic regions (Estelami, 2017).
The University of Chicago developed the first college-level distance education program (Casey,
2008). The development of this program allowed students who were far away to utilize the
United States Postal Service to deliver assignments and course materials.
In addition to mailing course materials, the radio delivered classroom material. The
delivery of instructional material used educational radio programs to expedite delivery. The use
of the radio allowed students to hear their instructors and teachers no longer had to wait on the
postal service to deliver their lessons. The first educational radio license was issued in 1921 to
the University of Salt Lake City, the University of Wisconsin and the University of Minnesota
(Kurubacak & Yuzer, 2004). By 1946, the Federal Communication Commission (FCC) had
issued over 200 educational licenses (Casey, 2008). Although there was only one college course
via the radio, this form of delivery paved the way for the use of additional methods such as
television.
Courses delivered through the television began in 1934 through public broadcasting. In
1963, the FCC developed a series of 20 channels that offered low cost, subscriber-based systems
to provide educational courses to expand access to distance education (Casey, 2008). The role of
television in distance learning allowed students to have access to an educational course or
13

programs with no formal interaction with a teacher. The television is a form of media that
reaches multiple arrays of people and is capable of educating large numbers of people (Akhter,
2011).
As the years progressed, distance education became a part of conventional educational
systems and was growing in popularity. In 1964, the University of Wisconsin developed the
Articulated Instructional Media (AIM) project, which was responsible for “identifying,
categorizing, and systemizing distance learning practices” and provided guidance on how to
create and implement distance education courses (Casey, 2008, p. 47). The project identified the
best ways to use technology to benefit an independent learner. While the United States appeared
to them on the forefront of distance education, many European countries were delving into the
area as well. Several European countries including England, Belgium, and France utilized the
AIM project as a basis for the development of their distance education courses (Casey, 2008).
The significance of the AIM project was that it effectively provided a model for others to follow
when developing distance education.
In the evolution of technology, offering distance education via computers was next. The
use of a computer provided the ability for students and teachers to interact more and to create a
free flow of information (Casey, 2008). By the 1980s, businesses were looking into costeffective ways of providing staff training. Staff training was offered in the office via a computer
instead of sending an employee away for training. A new student body of computer savvy
individuals appeared and became the target audience for distance education (Casey, 2008). As
more individuals began taking advantage of distance education, an opportunity to be profitable in
the business of education emerged, and the market was driven by the need for instant
gratification and students looking for simpler ways to obtain an education (Casey, 2008). To
14

capitalize on the opportunity, The University of Phoenix began offering degree programs in 1989
and is considered one of the largest private education entities in the United States. Since the time
of their inception, they have shown tremendous growth in their course offerings and programs. In
2012, University of Phoenix enrolled more than 200,000 more students compared to similar
education providers (Allen & Seaman, 2017).
The World Wide Web further expanded the use of computers to provide distance
education. “With the introduction of high-speed broadband transmission, distance learning over
the Internet became the next instructional frontier” (Casey, 2008, p. 52). The cost and lack of
management systems made the ability to manage distance courses difficult, which brought about
the development of Blackboard and WebCT. These programs help simplify the instruction
process between teacher and student (Casey, 2008). With the implementation of these programs
and systems, there has been an expansion in the number of opportunities to provide education to
the masses. Now schools can offer complete distance education degree programs or a blend of
online and face-to-face instruction.
The development of the internet allowed for an increase in online course offerings by
eliminating the need for a physical classroom. Colleges and universities now had the option to
teach virtually to students thus creating a new frontier for educational instruction (Casey, 2008).
Jones International University, located in Colorado, began offering courses in 1993 and it was
the first operational online college accredited through the Higher Learning Commission. The
college delivers a variety of classes including certificates and degrees including five bachelor’s
degree and two master degree programs (Casey, 2008). In the late 90s, institutions began
adopting e-learning systems such as Blackboard. Blackboard established a standard platform to
offer course management and delivery, allowing more institutions the opportunity to offer
15

courses online (Buzbee, 2014; Miller, 2014). Competition for new enrollments has led
institutions to expand both the number of degree programs and the number of graduate programs
that they award. (Adams, 2008). In recent years, traditional colleges have continued to add
online degree programs and courses to students to meet the need for new enrollment. At the 2018
Educause conference, administrators voiced their desire to grow their total enrollment by
enrolling more online students (Lieberman, 2018). Offering more online courses and programs
has helped to increase enrollment at traditional colleges. Additionally it has reduced the need for
classroom space and the lack of funds for brick and mortar development (Lieberman, 2018).
Online educational tools continued to advance and improve throughout the 2000s. During
this time, Kaplan and Haenlein (2016) classified distance education into four groups based on
participants:


Massive Open Online Courses (MOOCs) are based on unlimited participation



Small Private Online Courses (SPOCs), are based on a limited number of spaces



Synchronous Massive Online Courses (SMOCs), are based on unlimited participation but
requires the student to be “present”



Synchronous Private Online Courses (SSOCs), are based on a limited number of slots and
requires the student to be “present.”

The continued development of self-paced courses maximizes a student’s freedom to enroll
anytime, anywhere. Distance education has continued to show growth even though overall higher
education has seen a decline in enrollment. According to Allen and Seaman (2017), over 6
million students took at least one distance course in Fall 2015. Additionally, enrollment in
distance education is concentrated to a small number of institutions. About half of distance
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education enrollments are concentrated to five percent of the institutions. The for-profit sector
enrolls about 85.6% of distance education students (Allen & Seaman, 2018).
Popularity of Distance Education
Literature suggests that students are looking for a more convenient way to obtain their
education and students are looking for institutions that are going to be flexible and meet their
needs (Friedman, 2018). Colleges are also looking for other ways to reach more students and to
increase enrollment.
More students are enrolling in distance education programs. According to the National
Center for Education Statistics (U.S. DOE, 2018), 15.4 percent of students surveyed, took at least
one distance education course and 14.4 percent took their entire program through distance
education during the Fall 2015 semester. Distance education programs are a convenient choice
when it comes to furthering one’s education and online degree programs, particularly ones
offered by for-profit institutions, are meeting the demands of the corporate world (Adams &
Defleur, 2007; Seibold, 2007). In fact, in Fall 2015, 55.5 percent of students exclusively enrolled
in distance education courses at private, for-profit colleges (U.S. DOE, 2018).
Numerous factors attribute to the popularity of distance education. Students are looking
for a more convenient way to obtain their education. Students who have responsibilities such as
jobs and families are requiring institutions to be more flexible and meet their needs (Howell,
Williams, & Lindsay, 2003; Friedman, 2018). Students are consumers, and they are shopping for
courses as they would for a car. They are looking for the best accommodation for the best price.
“With these constraints, students shop for courses that best accommodate their schedules and
learning styles” (Howell, Williams, & Lindsay, 2003, p.1). Distance education can fulfill the
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needs of students by offering courses online, and students can take classes anywhere and at any
time. Institutions are unable to accommodate the growing number of college-aged students,
therefore, making it necessary to create more distance education courses (Howell, Williams, &
Lindsay, 2003). While the growth of distance education can be beneficial to the college offering
the distance courses and to the students who take those courses online, another critical factor to
consider is the employability of students who graduate from online degree programs.
Employer Perception
While there may be high demand for and an increased interest in pursuing distance
education, the education obtained may not translate into jobs or careers and inability to secure a
position relates to the hiring practices within organizations (Columbaro & Monaghan, 2009).
Potential employers may hold a bias towards graduates of online degree programs. Carnevale
(2007) suggests that the results of multiple surveys have indicated bias against online degrees.
More colleges are offering online degree programs, and yet officials often associate the negative
connotation due to spam emails, accreditation issues and consider face-to-face interaction an
indicator of quality (Columbaro and Monaghan, 2009; Levin, 1997; Haynie, 2014). In 2012, the
Chronicle of Higher Education surveyed employers who hired recent college graduates to
"understand employer perceptions of the role of colleges and universities in career preparation"
(Chronicle, 2012 p. 58). Based on the survey, employers had a negative association with online
colleges. “Employers prefer to hire recent graduates with a bachelor’s degree from flagship
public colleges, followed by a private not-for-profit. Online colleges are least desirable among
all other college types” (Chronicle, 2012 p. 58). While employers prefer to hire graduates from
flagship public colleges, it is becoming more difficult to determine the actual means of education
completion. In recent years, there has been a tremendous push to grow enrollment and many
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colleges look to online offerings as a means for growth (Allen & Seaman, 2017; Friedman,
2018).
While the perception of online education maintains some bias, acceptance is becoming
more common. “The number of job candidates with online bachelor’s degrees has rapidly
increased in recent years and at the same time, acceptance of the degrees by employers is
becoming more common” (Haynie, 2014). Employers are becoming more accepting of online
education as they learn more about the programs. The more information learned about the
programs, the more comfortable employers become. In addition, traditional colleges are now
offering online degree programs, and it is becoming increasingly more difficult to differentiate
between traditional courses and courses delivered online (Carnevale, 2007).
As more students enter the world of online education, graduate, and begin looking for
employment, particularly within higher education, they need to be prepared for possible degree
discrimination. While online education may seem to be a feasible and convenient option to
obtaining bachelors, masters or doctorate, it may not be easy to gain employment within a higher
education setting due to the perceptions employers may have for an online degree program.
Adams and DeFleur (2005) surveyed hiring managers in which they asked to choose between
two candidates with the main difference being the type of degree (traditional degree vs. a degree
from an online institution). Over 96 percent of those surveyed chose the individual with the
traditional degree. The online degree program is not valued or weighed as heavily as a traditional
degree (Carnevale, 2007).
With the increase in online education, there has been controversy regarding the
effectiveness of online degree programs (Adams & Defleur, 2007). A study based on a national
survey of hiring executives to assess the acceptability of degree programs included coursework
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that was solely online utilized job advertisements posted in newspapers and mocked up three
hypothetical applicants; one with a degree from a traditional university, one with a degree
entirely online and one with mixed methods of both online and traditional coursework. The
results of the above study conclude that hiring managers did prefer the traditional degree to an
online degree program; however, the study did indicate that distance education is more
acceptable in the corporate world rather than the world of academia (Adams & Defleur, 2007).
Within the healthcare field, Chaney (2002) researched eight pharmaceutical companies
and the perception of online degree for positions that required scientific backgrounds. Based on
the research, respondents indicated they would consider an individual with an online degree as
equally as someone with a traditional degree would; however, it could not be determined
whether the respondents would hire the individual with an online degree (Chaney, 2002).
Adams and DeFleur (2005) surveyed industries such as accounting, business, and
engineering and information technology. Mock candidates that possessed either traditional
bachelor’s degrees, an online degree or a hybrid degree were presented to respondents. Findings
from the survey indicate candidates with a traditional degree were preferred over the hybrid or
online degree programs.
While there have been multiple studies related to employer perception of online degree or
distance education programs, many of the studies have focused on the private industry. Studies
like Chaney’s (2002) suggest that perception is highly dependent on the specific discipline of
study. For example, a private company may not place as much emphasis on where the online
degree attainment compared to an institution of higher learning. Additionally, industries such as
higher education, healthcare, and general industry hold varying opinions about the credibility and
reliability of distance education programs. A 2012 survey conducted by the Chronicle of Higher
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Education indicated "government and non-profit organizations prefer candidates from a regional
campus of a public institution" (Chronicle, 2012 p. 58). Online colleges were less desirable
across industries such as business, health care, and education (2012). In higher education, there
seems to be a disparity that distance education is second best and this perception often carries
over into hiring practices. According to research conducted by Adams and DeFleur (2005),
respondents preferred candidates with traditional degrees when selecting hypothetical faculty
candidates with online and traditional degrees. Research in the community college space
indicates they are more amenable to online degree programs and found the possession of an
online degree did not influence chances for employment as it related to faculty positions and
candidates for faculty positions were more likely to be hired by a community college than other
types of institutions (Guendoo, 2008). Other research in higher education has focused on hiring
of faculty who possessed online degrees (Adams & Defleur, 2005; Flowers & Baltzer, 2006).
The next section will highlight the various aspects of the hiring process within higher education.
Hiring Process within Higher Education
It is essential to understand the hiring process within higher education and to determine
how decisions are made within this atmosphere. Selection committees are common during the
hiring process for administrative positions. Using a systematic approach will expedite the hiring
process, ensure that committee members reach a final consensus on the final candidate, and
optimize the hiring outcomes (Vicker & Royer, 2006). The hiring process can be broken down
into the following phases. Marchese and Lawrence’s (2006) handbook offers hiring insight and
guidelines to college and university administrators. The handbook is an influential source for
advice when creating a search committee and evaluating applicants for key administrative
positions in higher education.
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Search Committee Selection
Depending on the hiring situation and job position, a search committee may be needed.
The idea for search committees has become the norm in the past few decades mainly due to the
need to democratize and streamline the hiring process (Marchese & Lawrence, 2006). The search
committee allows for others within higher education to become more involved in the process and
has often assisted in the breaking down of barriers among departments and opening opportunities
for women and minorities (Marchese & Lawrence, 2006).
The search committee oversees the hiring process from beginning to end including the
job description, screening applicants, interviewing candidates and making the final selection but
this will largely depend on the structure within the college or university (Vicker & Royer, 2006).
The search committee is comprised of multiple individuals across departments and is a versatile
group of individuals representing different facets of the college or university. “To be effective,
the search committee must be large enough to represent a diversity of opinion and constituencies,
but not so big that members do not feel a part of the group” (Vicker & Royer, 2006, p. 1). The
makeup of the search committee will also depend on the position. For example, a faculty search
committee may consist of one or two faculty members in the discipline, an administrator with
expertise in the discipline and an outside faculty member with interest in the role. The search
committee for an administrative position such as a director of a department will likely require a
different makeup. While there is no rule or a specific method for determining the composition of
a search committee, there are three recommended criteria to follow (Marchese & Lawrence,
2006):
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1. Personal qualities. The best search committees will have individuals who have good
judgment and who are keenly aware of the talent and high quality. They should also be
willing to put forth the time and effort involved with being on a committee.
2. The stakeholders. The search committee should represent the different constituents they
may have within the college or university. Stakeholders will largely depend on the type
of position. A faculty member will have a stake in the hiring of an academic chair, as
would administrators, staff, and students. Whereas, the search for heads of larger
departments may have different stakeholders.
3. Templates of interest. Once the first two criteria have been determined, there may be a
need to add additional individuals based on other criteria including: Does the committee
reflect a diverse mix of gender and race? Should new faces be added? How inclusive is
the committee? Is there enough mix of individuals who have served previously on
committees? (Marchese & Lawrence, 2006).
Individuals such as students, staff and community figures can broaden the search
committee pool. The institution itself and their customary practices help determine who will
serve on a committee (Marchese & Lawrence, 2006).
Typically, a search committee will have a committee chair, an individual assigned to lead
the search. The president, chancellor, committee members or similar administrators may choose
a chair appointment (Marchese & Lawrence, 2006; Vicker & Royer, 2006),. The chair will have
a distinct role in the committee and have specified duties. Such duties include scheduling the
meetings, organizing the agenda, facilitating the meetings, communicating with committee
members, delegating responsibilities, act as the spokesperson for the committee and presenting
the final candidate (Vicker & Royer, 2006). A good chair will facilitate, motivate and lead the
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team. In addition, they should be someone who has excellent communication and organizational
skills (Marchese & Lawrence, 2006).
The search committee also has a specified role and are made aware of their
responsibilities once appointed to the committee. The chair’s responsibility is to ensure the
committee is aware of their responsibilities, which include attending meetings, completing
assignments, communicate opinions to the group and work towards a consensus of a candidate
(Vicker & Royer, 2006).
In order for a search committee to be successful in selecting a candidate and within the
time constraints allowed, it is crucial for the committee to agree on the charge of the committee,
agree on shared values, and agree on the process for which they will select the candidate
(Marchese & Lawrence, 2006; Vicker & Royer, 2006). A primary function of the search
committee is to choose a candidate for a position and to do so in an effective manner, and the
committee must have a mechanism in place to track the process and progress of each candidate.
Tracking allows the committee and the institution to be aware of the process and to communicate
with the applicants promptly (Vicker & Royer, 2006). Tracking can be done in a variety of ways
including creating a timeline for the search or creating an excel spreadsheet for each of the
potential candidates.
A successful search will largely depend on the makeup of the search committee. A search
committee who has excellent leadership and dedicated members will allow for an active search
process.
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Position Description and Qualifications
The second phase of the hiring process focuses on the position description and job
qualifications. The job description and preferred requirements are the catalysts for a successful
hire. “The statement becomes the committee’s touchstone for all succeeding acts of recruitment,
screening, interviews, and recommendation” (Marchese & Lawrence, 2006, p. 27). The job
description is associated with the charge. Therefore, it should be accurate and updated if needed.
It is essential to understand the current and future responsibilities of the position (Vicker &
Royer, 2006).
Once a job description is final, it is essential for the committee members to identify the
preferred qualifications to fulfill the position. To create a list of preferred qualifications the
committee must analyze the job description and responsibilities and the type of person who
might succeed in the role (Marchese & Lawrence, 2006). The committee is creating a profile of
the ideal candidate by asking themselves “What are the traits, experiences, and abilities we want
and don’t want? (Vickers & Royer, 2006).
In addition to creating a job description and preferred qualifications, the committee
should also determine what the job would offer to potential candidates. The creation of the job
description will assist in the advertising and promotion of the position (Marchese & Lawrence,
2006; Vickers & Royer, 2006). A committee should determine what the institution is offering
potential candidates such as salary, benefits, prestige, and other opportunities.
Recruiting Candidates
Once the position description and preferred qualifications is established and approved,
the selection committee moves onto the recruitment phase. During the recruitment phase, it is
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important to determine various recruitment strategies such as where to advertise. A key strategy
when placing an announcement for a position is to think like the candidate you want to hire;
where would the potential candidate be looking for such an opportunity (Vickers & Royer,
2006). Specific journals and publications pertain to higher education positions. A primary
publication for higher education administrators is The Chronicle of Higher Education. Over 70
percent of higher education administrators reach the publication each week (Marchese &
Lawrence, 2006; Vickers & Royer, 2006). In addition to placing an external ad, it is customary
and may be required by law to post the position internally as well. Internal hires can
be advantageous as it can save time, money and the complications of an external search;
however, search committees should be cautious and aware of potential bias for and against
internal candidates (Marchese & Lawrence, 2006). Internal hires may be the norm in higher
education. Between 55 and 60 percent of mid-level administrators are promoted from within
(Marchese & Lawrence, 2006). It is also best to post job positions in a variety of places to attract
the best possible candidate and a diverse job applicant pool. It is best to share information with
other institutions and professional associations, online forums, professional networks and
conferences to find the ideal candidate (Marchese & Lawrence, 2006; Vickers & Royer, 2006).
Before evaluating applications, it is best for the search committee to reconvene to regroup
and refocus on the task. During this session, the committee should address how the applicant
pool is shaping up, any last minute issues related to the recruitment of the applicants, and
determine the criteria used for the evaluation of applicants (Marchese & Lawrence, 2006;
Vickers & Royer, 2006). The creation of preferred qualifications and an evaluation tool is
completed in phase two followed by the review of resumes for each candidate. Each committee
member will read, assess, take notes for each applicant’s resume and cover letter (Marchese &
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Lawrence, 2006; Vickers & Royer, 2006). Committee members meet to discuss applicants to
defined a reasonable number of candidates to pursue (Marchese & Lawrence, 2006; Vickers &
Royer, 2006).
Throughout this process, the committee chair is setting the tone for the meeting, keeping
committee members focused and aware of the goal and the members should be working towards
a consensus of identifying the top candidates. Committee members should be documenting and
citing evidence as to why each candidate is in the top tier. The number of top candidates will
vary depending on the position and number of applicants. The chair should contact the
candidates to schedule an interview and also contact those who did not make the cut.
Lastly, the chair should send an update to the committee to document the progress of the
process (Marchese & Lawrence, 2006; Vickers & Royer, 2006). During this phase, it is
important that committee members follow a systematic approach to identifying potential
candidates. Members of the group may feel pressure to conform or to give in and choose
candidates they do not feel the strongest about. It is up to the chair to create an environment that
allows for differing opinions, respect and trust (Marchese & Lawrence, 2006; Vickers & Royer,
2006).
Interviewing Candidates
The next step of the process is to interview the top candidates. Before interviewing, it is
crucial for each committee member to understand the process of interviewing including the
structure of the interview, formulating interview questions, identifying legal and illegal questions
and an introduction of acceptable behavior.
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An interview is an exchange between two individuals focused around a specific purpose,
agenda and set of questions answered by the interviewee (Vickers & Royer, 2006). The structure
of the interview will consist of an introduction of the candidate and committee members and
helps to build rapport with the candidate. The body of the interview will include questions
related to the candidate’s education, work experience, specific skills, an overview of the position
and candidate questions (Vickers & Royer, 2006). During the conclusion of the interview, the
committee members should express appreciation of the candidate for coming to the meeting and
should explain the next steps of the process.
Formulating interview questions can be a difficult task. Often, committee members rely on
commonly asked questions such as:


Where do you see yourself in ten years?



What are your strengths? Weaknesses?



Describe a time when you had to make a difficult decision.
While these questions may seem logical, they are unsuccessful in determining the best

candidate for the job. When formulating questions, be wary of closed-ended questions, as some
candidates may not expand their answers. Ask open-ended questions, avoid leading questions
and hypothetical questions and utilize the candidates work experience to guide the interview
(Vickers & Royer, 2006).
When interviewing, it is essential for members to be aware of appropriate questions to
ask during the interview. An interview should only consist of questions related to the
occupational qualifications and should relate to a candidate’s ability to do the job. The topics of
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gender, race, nationality, age, disability or religion should be avoided during an interview
(Vickers & Royer, 2006).
Interviewing is an attempt to gather as much evidence as possible about a candidate and
their ability to do a job. Interviewing can be a challenging task when dealing with limited time
and resources. To go below the surface of a candidate, the interviewer must ask questions that
will clarify specific areas such as motivators, values, and reasons for decisions (Vickers &
Royer, 2006). The most valuable information comes from stories of experience. The “behavior
event” line of questioning allows the candidate to go much more in-depth and provide details of
their behavior (Vickers & Royer, 2006).
Potential pitfalls of the interviewing process include not sticking to the agenda and not
asking the planned questions. Pitfalls may cause issues when making the evaluations of the
candidates. There may be unanswered questions, and it will be challenging to compare
candidates. In addition, it is important that all interviewers be aware of confidentiality and
inappropriate behavior during the interview process. Lastly, candidates should be treated with the
utmost respect and hospitality. The way a committee conducts it is a representation of the
organization and inappropriate behavior may sway the potential candidate from taking the
position (Vicker & Royer, 2006). Interviewers should also be aware of any potential bias they
may have during the interview process.
It is important to note that if an internal candidate is interviewed, they should be treated
in the same manner as all other candidates. An interview of an internal candidate should include
the same agenda, format and interview questions as an external candidate.
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Once the interview is complete, it is vital for each committee member to provide
feedback for each candidate. Interviewers may use a feedback form to identify initial reactions,
questions, and reservations of each candidate (Marchese & Lawrence, 2006; Vickers & Royer,
2006).
Evaluating and Selecting Candidates
Evaluation of each candidate and selection of finalists occurs after the conclusion of the
interviews. The search committee should review all relevant information including the initial
application, interview notes, feedback forms from committee members as well as from campus
stakeholders, and reference call notes (Marchese & Lawrence, 2006; Vickers & Royer, 2006).
The committee chair should allow each member to voice their opinion for candidates. Selection
of finalists should be a careful, thought out process, and should be evidence-based. “While
advocating for a candidate is a crucial factor, weighing the evidence of the candidate’s strengths
against the needs of the department, the charge of the committee and the voices of the
stakeholder are essential factors in the process (Vickers & Royer, 2006, p. 72).
Making the Offer
After the candidate has been evaluated based on resume and interview, it is time to make
an offer of employment. At this point, search committees has screened, identified and
interviewed the top candidates. The search committee should develop a balanced presentation
that highlights the assets and abilities of the final candidates to present to the ultimate decision
maker. Whether written or verbal, it is up to the chair to make a strong case for the chosen
candidate. (Marchese & Lawrence, 2006; Vickers & Royer, 2006).
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The committee chair or the final decision maker is responsible for making a formal offer
to the top candidate. During this exchange, it is important for the candidate to be aware and
understand the “title, salary and benefits, start and length of appointment, reporting and
supervisory responsibilities, academic and social expectations and criteria for performance
evaluations” as these criteria will be weighed heavily by the candidate in their decision-making
process (Marchese & Lawrence, 2006, p. 79; Vickers & Royer, 2006).
As with any decision- making and negotiating process, it is also important for search
committees to be cognizant of family and partner issues. In recent years, it has been customary
for institutions to offer assistance with partner employment (Marchese & Lawrence, 2006;
Vickers & Royer, 2006).
If the candidate accepts the position, it is vital to help the appointee succeed in their
position. The new employee should be properly introduced, briefed and oriented to their new
environment. They should also be assigned a mentor or contact person in case issues arise as
they are acclimating to their new role and space (Marchese & Lawrence, 2006; Vickers & Royer,
2006).
Conclusion
Chapter 2 provided insight into employer perception related to distance education
programs, one must understand the hiring process that takes place within higher education as
well as what current perceptions exist and there must be an understanding of distance education.
Chapter 3 will discuss the methodology for collecting survey and interview data.
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Chapter 3
Methodology
The purpose of the mixed-methods instrumental case study is to understand the employer
perceptions of online degree programs. Non-faculty employees of the Louisiana Community and
Technical College System were included in the study. The researcher will present the research
method and procedures used in the case study in the following sections: research design, research
question, method, and data analysis.
Design
The study utilized a mixed-method, instrumental case study to provide understanding into
a specific issue. The study is an example of an instrumental case study because it is the
perceptions of online degree programs the researcher wanted to understand. The use of an
instrumental case study provided a more in-depth view of the perceptions of online education
within higher education (Baxter & Jack, 2008; Stake, 1995). The case is secondary and plays a
supportive role in understanding. For this study, the Louisiana Community and Technical
College System was the case and the colleges were subcases. Case studies depend on multiple
sources of data (Schramm, 1971). The study utilized multiple sources by surveying respondents,
conducting follow-up interviews and by collecting job descriptions from each college’s website.
Mixed methods utilize both qualitative and quantitative elements to provide a deeper
understanding of an issue (Onwuegbuzie & Leech, 2006; Schoonenboom, & Johnson, 2017a;
Schoonenboom, & Johnson, 2017b). The ultimate goal of using a mixed methods approach is to
provide stronger support for a study’s findings through triangulation and credibility. When
designing a mixed methods study, the researcher should consider timing: simultaneity and
dependence. Simultaneity helps create the difference between concurrent and sequential designs
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meaning the researcher can choose to obtain data concurrently or sequentially (Schoonenboom,
& Johnson, 2017a; Schoonenboom, & Johnson, 2017b). A concurrent design is the collection of
qualitative and quantitative data simultaneously. A sequential design is the collection of
quantitative data before the collection of qualitative data or vice versa. The researcher collected
the data sequentially because surveys were used to recruit interview participants and the
interviews were conducted after survey completion. Dependence determines when the researcher
chooses to analyze the collected data. A researcher may want to begin analyzing survey data
before the collection of interview data (Schoonenboom, & Johnson, 2017a; Schoonenboom, &
Johnson, 2017b). The researcher chose to analyze the survey data after the surveys were
completed and evaluated interview data through the analysis process. A true mixed methods
approach includes a point of integration where the qualitative and quantitative data are brought
together. The potential points of integration are found in the different stages of research:
conceptualization stage, data collection stage, data analysis stage, or the inferential stage
(Schoonenboom, & Johnson, 2017a; Schoonenboom, & Johnson, 2017b; Teddle & Tashakkor,
2009). A researcher may integrate data through the association or merging of different data
components.
Critical theory provided the theoretical framework for the study. Organizational
constructs and bias inform critical theory. Employer perception within higher education is a
surface structure informed by the more in-depth structure: better quality education. The bias or
value individuals hold within an organizational structure creates ideology (Bes & Dee, 2012).
Members of an organization may not be aware of the bias is present. When an individual is
reviewing applications for a position in higher education, they might not be aware of their bias
towards education.
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A case study is an approach that allows researchers to explore topics and issues using a
variety of sources. The earliest forms of case studies can be traced back to France and Europe
(Tellis, 1997; Yin, 2009). During the 1900s, the Chicago School, a part of the Sociology
Department at the University of Chicago, influenced the idea of case studies and provided a great
deal of literature for case studies (Tellis, 1997; Yin, 2009). In the 1900s, Chicago produced a
landscape in which case studies were heavily used due to social issues such as unemployment
and poverty. While it was a popular form of methodology during this period, the use of case
study began to decline in the 1930s slowly. There was a shift within the Chicago school, and the
use of quantitative or the scientific methods was more in demand. The demand for more
quantitative measures in research resulted in a decline of the purpose of the case study; however,
during the sixties, the limitations of quantitative methods were highlighted which prompted an
increased interest in a case study (Tellis, 1997; Yin 2009). Case studies were more exploratory
rather than explanatory during the 1930s when scientists focused more on the explanation of a
problem. Case studies can be beneficial in a qualitative method to explain or understand a
particular issue, and it is crucial for the researcher to understand their topic and if the case study
is the appropriate methodology.
Before a researcher decides what methodology to use, they should first determine their
research question. If your research question is more focused on an in-depth explanation or the
"how" or "why" of a social phenomenon, a case study may be the appropriate method (Baxter &
Jack, 2008; Yin, 2009). According to Robert Yin (2009), popular case study research, a case
study is an "empirical inquiry that investigates a contemporary phenomenon in depth and within
its real-life context, especially when the boundaries between phenomenon and context are not
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evident" (p.18). When conducting a case study, it is essential to follow the following steps (Soy,
2006, p. 1):
Determine and define the research question:
1. Select the cases and determine data gathering and analysis techniques
2. Prepare to collect data
3. Collect data in the field
4. Evaluate and analyze the data
5. Prepare the report
It is imperative for the researcher to determine what they are interested in studying. The
researcher can choose one case, one group or one entity to review. The researcher then decides
what approach to take, as there are multiple types of case studies. Yin (2009) indicates there are
explanatory, exploratory, descriptive, single, holistic, and numerous case studies whereas Stake
suggests there are only intrinsic, instrumental or collective (Baxter & Jack, 2008). More detail
regarding each type of case is in the table 2 below. A researcher then decides how many cases
they would like to study. Robust and rigorous analysis is attributed mainly due to the number of
cases within the case study. Once the number of cases is determined, the researcher begins to
collect data. Unlike some methodologies, case study does not tie to one specific theory or
method. Data collection can occur in all manners such as surveys, interviews, documentation
review, observation and artifact collection (Soy, 2006; Stake, 1995; Tellis, 1997, Yin, 2009). The
data collected can tie to one or more theories. Case studies require a lot of preparation and time
for data collection. It is crucial for the researcher to be organized and trained before conducting a
case study. Once data is collected, the researcher looks for linkages and findings between the
research object and the outcomes (Soy, 2006). The researcher is continuously looking for
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connections. When reporting the data, it is essential for the researcher to take a complex issue
and present it in a more understandable manner.
Table 2
Definitions of Different Types of Case Studies
Case Study Type
Definition
Explanatory
"Seeking to answer a question that sought to explain the
causal links in real-life interventions" (Baxter & Jack,
2008, p. 547, Yin, 2009)
Exploratory
"Exploring situations in which the intervention being
evaluated has no clear, single set of outcomes" (Baxter
& Jack, 2008, p. 548, Yin, 2009)
Descriptive
"Describing an intervention or phenomenon and the reallife context in which it occurred" (Baxter & Jack, 2008,
p. 548, Yin, 2009)
Multiple Case studies
"Exploring the difference between cases, replicate
findings" (Baxter & Jack, 2008, p. 548, Yin, 2009)
Intrinsic
"Used when genuine interest is shown in the case and
intent is to understand the case" (Baxter & Jack, 2008, p.
548, Stake, 1995)
Instrumental
"Provides insight to an issue or refine a theory" (Baxter
& Jack, 2008, p. 549, Stake, 1995)
Collective
Similar to multiple case studies (Baxter & Jack, 2008, p.
549, Stake, 1995)
Note. Adapted from R Yin, 2009, Case Study Research: Design and Methods. Thousand Oaks,
CA: Sage Publications.
Some different arenas employ the use of case studies. They are a conventional method of
psychology, political science, public administration, and education and are useful in investigating
social phenomena such as school performances, life cycles or group behaviors (Yin, 2009).
Unlike a historical examination of an event, where a researcher only looks at history, case studies
listen to history and direct observation of the facts and interviews of individuals related to the
activities (Yin, 2009). The goal of the case study is to provide a wide array of understanding and
evidence rather than just a historical reference. Case studies can be descriptive and explanatory.
They help give a voice to stakeholders associated with the topic or issue central to the case study
(Tellis,1997; Yin, 2009). According to Robert Yin (2009), famous case study researcher, a case
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study is an "empirical inquiry that investigates a contemporary phenomenon in depth and within
its real-life context, especially when the boundaries between phenomenon and context are not
evident (p.18)."
Case studies are advantageous because of their ability to provide detailed information
about a topic and through various methods. However, they are criticized for not being rigorous
enough. There have been claims that case study investigators are sloppy in their work and are not
following specific procedures related to the case study (Yin, 2009). Additionally, it is argued that
following one particular case or individual does not provide the ability to generalize. Yin
contends that the case study can be rigorous and generalizable when constructing the case study
and from the set of "methodological qualities of the case" (as cited in Tellis, 1997, p. 3; Soy,
2006). Yin (2009) indicates that the case study meets all of the qualifications for the qualitative
method because it aims to describe, understand and explain. Lastly, others argue that the case
study is filled with biases. Long-term and intense exposure to a particular case may project bias
on the findings of the case study (Soy, 2006). Therefore, it is essential for the researcher to
understand their preferences and track them throughout the research. In the next section, the
researcher will discuss the data collection process including site selection, recruitment of
participants, and the number of participants.
Research Question and Null Hypotheses
The purpose of the research was to understand the hiring process within higher education
and to understand the role of education, particularly online education, plays in the hiring process.
The research question that will help guide the study is:
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How does online education impact the hiring process within two-year community colleges
in Louisiana?
H0 H1: There is no significant difference in the mean scores on candidate choice who completed a
traditional degree in a traditional program over a candidate with an online degree from a
traditional university by gender, race, age, position, and years in college.
H0 H2: There is no significant difference in the mean scores on candidate choice who completed a
traditional degree in a traditional program over a candidate with a blended degree from a
traditional university by gender, race, age, position, and years in college.
H0 H3: There is no significant difference in the mean scores on candidate choice who completed a
traditional degree in a traditional program over a candidate with an online degree from an online
university by gender, race, age, position, and years in college.
H0 H4: There is no significant difference in the mean scores on whether applicants with online
coursework influences the decision to hire by gender, race, age, position, and years in college.
Trustworthiness
Validity relates to how well your instrument measures what you are studying (Roberts,
2010). How well your instrument consistently measures repeatedly is reliability (Roberts, 2010).
According to Yin, (1994), a strict case study protocol is followed to eliminate criticism and
increase validity. The protocol includes using multiple sources of evidence, establishing a chain
of evidence and having a draft case study report reviewed by critical informants (Tellis, 1997).
Additionally, the use of triangulation, descriptive data, and journaling, assist with establishing
trustworthiness and validity.
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Validity and reliability was enhanced through triangulation. Triangulation uses multiple
methodologies to see if the same results will occur and are used in mixed methods research (Jick,
1979; Tellis, 1997). It can also help provide a complete portrayal of the study. Denzin (1978)
provided four types of triangulation: data, investigator, theory and methodological. Data
triangulation uses multiple data sources. The data sources in the study included documents such
as job descriptions. Investigator triangulation utilizes more than one researcher to review the
data. Theory triangulation utilizes more than one theory in the interpretation of the issue and
methodological triangulation uses multiple methods to research a topic. According to Denzin
(1978), methodological triangulation is the best approach and will result in more valid findings.
The researcher utilized methodological triangulation by analyzing a variety of data points
including research reflections, interview transcripts, and survey data.
According to Guba and Lincoln (1985), there are four criteria for determining reliability
and trustworthiness for qualitative research, and they provide alternatives to the traditional
quantitative research criteria. The four measures are credibility, transferability, dependability,
and confirmability.
Credibility seeks to answer the confidence level behind the truth of the findings. The
researcher established credibility by analyzing the survey data and participant interviews.
Transferability establishes the opportunity to apply the results to other individuals or groups of
people. The researcher used actual interview details to provide comprehensive evidence to guide
other researchers who may use the data in the future (Guba & Lincoln, 1985). Dependability
shows the findings are consistent and can be repeated. The results of the study are substantiated
based on the respondents rather than on research bias and motivation (Guba & Lincoln, 1985).
The use of an audit trail and journaling helped to establish the confirmability. An audit trail
39

allowed the research to detail the process of collecting and interpreting data. Journaling allowed
the researcher to write about what is happening within the research process and enables the
researcher to be reflective of the process. To ensure trustworthiness and confirmability, the
researcher journaled after each interview. Additionally, the researcher recorded, transcribed and
sent the final transcription to the respondent for review.
Research Bias
I served on a hiring committee for a Director of Human Resources position. Throughout
this process, I found myself automatically putting applications of individuals who had degrees
from an online degree program such as the University of Phoenix, Strayer, and Webster to the
side despite the applicant's experience and education level. Additionally, I have worked within
the realm of higher education at both four and two-year institutions for over a decade. Lastly, my
educational experience has been obtained from both a traditional, brick and mortar institution as
well as through distance education. I find this topic to be interesting because I wanted to know if
I were the only one selectively, choosing potential candidates based on education. Additionally, I
am curious to know if students and employers are aware, that this may happen frequently. I am
aware that I need to be conscientious of my apparent bias towards online education. I often have
a negative attitude towards online education. In addition, the perspectives, educational
background, experience and knowledge of online education of each committee member will play
a significant role in the study. The specific job of the hiring committee will be looking to fulfill
may play a role in the process. Depending on the position, education may not play a significant
role, and online education may not matter. It is entirely possible that the hiring committee will
prefer a candidate with experience in online education. Outsiders such as online educators will
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have a stake in the information, as they may be able to do something about the perception
towards their programs.
Participants
The researcher utilized purposive sampling to select participants. Purposive sampling is
useful in mixed methods research because the sample is not representative of the population
(LAERD, 2019). For the study, the researched used total population sampling which is a form of
purposive sampling. Total population sampling is sampling based on a population that has a
specific set of characteristics such as “specific experience, knowledge or exposure to an event”
(LAERD, 2019). In this instance, the researcher chose a population employed by one of the
community and technical colleges governed by Louisiana Community and Technical College
System and who served on a hiring committee for a non-faculty position.
Community colleges offer online, hybrid and traditional brick and mortar courses.
Participants had to serve on a hiring committee for a non-faculty position. Participants who did
not meet the filtering criteria could not complete the survey. Several research studies have
already focused on the perceptions of hiring faculty members with online education (Adams,
2008; Guendoo, 2008; Adams &DeFleur, 2005). There are an estimated 2,400 non-faculty
employees within LCTCS who represent various departments including directors, counselors,
and administrators. Convenience and accessibility provided the basis for the institutions chosen
for the study.
Setting
The primary setting for the research was in Louisiana, specifically the twelve community
and technical colleges governed by the Louisiana Community and Technical College System.
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The colleges are dispersed geographically across the state of Louisiana. They served and
provided instruction to over 131,000 students in 2016 (LCTCS, 2018). The community and
technical colleges offer a variety of courses and programs including online degree programs.
During fall 2017, the colleges, who participated in the study, offered 8,692 class sections of
which 1,377 were offered via web.
Data Collection
Prior to data collection, the researcher obtained approval from the Institution Review
Board (IRB) and each college Chancellor. After the chancellors responded with approval, the
Human Resources Director at Louisiana Community and Technical College System (LCTCS)
emailed the human resources directors at each college so they would be aware of the study being
conducted. Eight chancellors permitted the researcher to send surveys to employees. One college
chancellor did not respond, and therefore the survey was not sent to the employees of this
college. Three of the colleges required the researcher to provide additional documentation prior
to approval. Of the three colleges requiring additional documentation, two colleges approved of
the survey. The survey was sent to non-faculty employees of 10 of the 12 community and
technical colleges.
The researcher gained access to the Active Employee Report, which provided data for
active employees. The data included college name, the department in which they work, name and
email address. Faculty members were excluded from the report. The researcher imported the data
into a survey tool, QuestionPro and sent the surveys to the email addresses listed in the Active
Employee Report. The researcher provided a detailed statement about the purpose of the research
at the time the survey was sent. The consent form to participate in the survey was embedded into
the survey. The consent form ensured the participants were aware of the purpose of the study,
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their rights, risks, assurance of confidentiality and contact information for the researcher.
QuestionPro is General Data Protection Regulation Compliant, which securely stores the data
and ensures anonymity. The researcher requested that respondent anonymity assurance be active
on the survey. This ensures that identifying information such as name, email address, or IP
address would not be collected.
Survey
Surveys allowed the researcher to access more data in a short period and to collect
information regarding individual’s values, perceptions, and behaviors (Kvale, 2006). The online
survey design allowed participants to provide information regarding perceptions of online degree
programs of individuals who participated on a hiring committee. The use of an online survey
reduces costs and is more efficient because of the ease of data processing (Kvale, 2006).
Additionally, an online survey allowed responses to be anonymous and unidentifiable.
Adams and Defleur’s (2005) and Thompson’s (2009) studies provided a model for the
creation of the survey. They were responsible for researching industries such as accounting,
business, and engineering and information technology companies on their perceptions of online
education. There were multiple iterations of the survey based on feedback from peers and the
dissertation committee. The researcher used 12 questions from their surveys. Before sending the
survey, the researcher piloted the survey to test ease of use and understanding. The final survey
(Appendix C) focused on educational qualifications for prospective employees, and the term
“online-degree” was used. The second section of the survey included demographic information
related to gender, age, race, years of experience in higher education and position. The researcher
collected demographic to determine if there is a connection between participant characteristics,
survey results and applicant choice.
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The researcher created an email in QuestionPro that invited participants to complete the
survey. The researcher sent the survey on February 18, 2019. A follow-up email was sent on
February 28, 2019. The survey ended on March 8, 2019. To participate in the survey, participants
were required to self-declare that they served on a hiring committee for a non-faculty position. If
they did not, they exited the survey. If they answered the qualifying questions, they moved
forward to the consent portion of the survey. The researcher provided directions and definitions
of terms for online degree and traditional education. The researcher presented eleven statements
related to online education and hiring practices. The participants choose from a Likert scale that
ranged from strongly disagree to strongly agree. Respondents were then asked a yes or no
question about online coursework and its influence on hiring. The researcher asked the
participants to provide demographic information such as race, gender, ethnicity, and position.
Lastly, the researcher asked for participation in a follow-up interview. If yes, the participant
provided contact information. If no, they exited the survey.
The researcher sent the survey to 1,858 individuals, and 23 emails bounced back. Two
hundred and forty- one participants viewed the survey. Two hundred and eleven participants
began the survey. One hundred thirty-four respondents met the filtering criteria and began the
survey; however, only one hundred seventeen respondents completed the survey used for
analysis for an overall response rate of 6.29%. While this number does not meet the
requirements of a probability sample, the data does provide insight into the perception of online
degree programs.
Interview
The researcher used a semi-structured interview guide based on previous studies by
Adams and DeFleur (2005) and Thompson (2009). The interview process provided additional
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insight to the researcher. The primary task of interviewing is to understand the meaning of what
the participant is saying (Kvale, 1996). Interviews are useful in that they delve into the
participant experience. Interviews can be entirely personal and allow for the participant and
respondent to correspond directly with each other but can be lengthy and time-consuming
(Kvale, 1996).
Due to the time constraints, the researcher collected interview responses in-person, via
telephone and through email (Kvale, 1996). Face-to-face interviews are the most timeconsuming and are typically conducted one participant at a time. Telephone responses are quick
and easy but can be limiting and impersonal. E-mail can be a simple approach and allows the
respondent to respond more thoroughly; however, it is difficult for the researcher to ask followup questions.
After completion of the survey, respondents were invited to participate in a follow-up
interview that would last no longer than an hour. The researcher used a semi-structured interview
guide (Appendix D) to interview the participants. The semi-structured interview format allows
the researcher and respondent to have a meaningful conversation that leads to emerging ideas
and perceptions about a topic (Merriam, 2009). Additionally, semi-structured interviews allow
for clarification of thoughts and experiences. Following the interview questions, the researcher
presented the participant with a job description and job applicants who each held a college
degree and similar experience; however, there were differences in the educational background.
Via the survey, sixty-eight respondents provided contact information for follow-up
interviews. The researcher emailed respondents to schedule phone, email or in-person interviews
and conducted 21 interviews. The researcher conducted nine phone interviews, eight email
interviews, and four in-person interviews. After the interviews were conducted, they were
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imported into a transcription software, Otter Voice Notes. Each respondent transcript was
assigned a number to protect anonymity. Lastly, the researcher wrote journal entries after each
interview to document observations and personal reflections.
Document Collection
Document and artifact collection helped to analyze and understand the issue at hand. The
researcher may focus on a variety of documents such as files, statistical records, memos,
materials used in daily work and documents located in the public sphere such as pictures and
books (Silverman, 2001). It is essential that the researcher understand how the document came to
be, who created the document, what is included in the document and how the document is used.
The researcher collected materials that reflect the hiring practices and included open job postings
from each college, and human resources website information.
Data Analysis
Quantitative Analysis
For the quantitative analysis, results from the survey were transferred into the Statistical
Package for the Social Sciences (SPSS). The software allowed data to be imported to produce
frequencies to ascertain the perceptions of online degree programs. An analysis of variance
(ANOVA) is used when trying to determine if there is a statistical difference between variables
(Statistical Solutions, 2013; Stephens, 2004). The ANOVA identifies significant differences, but
does not specifically identify where the difference may lie. The ANOVA can be used in a variety
of ways depending on the study design and seeks to determine the level of probability of
rejecting the null hypothesis with two or more means. Pallant (2005) suggests that analysis of
variance “compares the variance (variability in scores) between different groups (based on
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independent variable) with the variability within each of the groups (based on chance)” (p.214).
A one-way ANOVA is used with one independent variable. For example, race may be the
independent variable with multiple categories to compare. When two independent variables
exist, a two-way ANOVA may be more appropriate. For example, race may be variable one and
gender may be variable two. It is best used when analyzing the interaction between two
variables. An n-way ANOVA is used when more than two independent variables are analyzed
(Statistical Solutions, 2013; Stephens, 2004). For the study, a one-way Welch ANOVA was
used to identify differences in perceptions between the means of independent groups such as
race, gender, age, educational background, and position title. All of the data were analyzed at the
.05 level of significance.
Variable Selection
Previous studies served as the model for the survey (Adams & Defleur, 2005, Thompson,
2009). The dependent variable for the study were questions based on hiring practices. Questions
7, 8, 9 and 10 focused on hiring practices as it related to online education. The independent
variables were demographical including race, gender, age, educational background, and position
title. Table 3 summarizes the independent variables. Table 4 summarizes the dependent
variables.
Table 3
Summary of Independent Variables
Variable Name
Type of Data
Years

Continuous

Position Title

Categorical

Coding
1,( 0-3) 2, (4-7) 3, (8-11) 4, (1215) 5, (16 or more years)
1, administrative assistant, 2,
Counselor, 3, Coordinator, 4,
Director, 5, Executive Director, 6,
Assistant Director,7, Vice
Chancellor, 8, other
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Gender

Categorical

Age

Continuous

Race

Categorical

1, male, 2 female
1, (under 25), 2, (25-34), 3, (3544), 4, (45-54), 5, (55-64), 6, (65
and over)
1 African American, 2 Caucasian,
3 Asian/Island Pacific, 4 Latino/a,
5 Native American, 6 Mixed/Biracial, 7 Other

Table 4
Summary of Dependent Variables for Perception
Variable Name
Type of Data

Traditional (Q8)

Blended (Q9)

Continuous

0, N/A, 1, Strongly
Disagree, 2 Disagree, 3,
Agree, 4, Strongly Agree

Continuous

Online (Q10)

Continuous

Influence (Q11)

Continuous

Coding
0, N/A, 1, Strongly
Disagree, 2 Disagree, 3,
Agree, 4, Strongly Agree

0, N/A, 1, Strongly
Disagree, 2 Disagree, 3,
Agree, 4, Strongly Agree

0, Yes, 1, No

Prior to completing the analysis of variance (ANOVA), certain assumptions are met. The
data needed to pass six assumptions required to ensure validity (LAERD, 2019). Assumption 1
ensures the dependent variables are continuous. The dependent variable is based on a Likert
scale, which is continuous; therefore, the data satisfies assumption 1. Assumption 2 indicates the
independent variable should consist of two or more categorical, independent groups. The
independent variables in the study that met the criteria include years in higher education, race,
position, gender, and age. Assumption 3 ensures observations are independent, meaning there is
no chance there is a relationship between variables. The data used in the study are independent of
observations because no participant was in more than one group. Assumption 4 ensures there are
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no significant outliers. “Outliers are single data points within the data that do not follow the
usual pattern” (LAERD, 2019, p.1). Outliers may negatively influence the one-way ANOVA and
may reduce the validity of the results. The data did not meet assumption 4 but the researcher
included the outliers because the result was not significantly affected. Assumption 5 ensures the
dependent variables are normally distributed in each of the groups. The variables were not
normally distributed; however, continued with the ANOVA due to its robust nature. Assumption
6 indicates there is homogeneity or similarities of variances as it related to the dependent
variables and the perception questions, 7, 8, 9, and 10. The data failed assumption six, therefore
the researcher carried out a Welch ANOVA.
The following demonstrates the statistical tests used to analyze the research question:
Research question 1 (H0 H1- H0 H4) was analyzed using a one-way analyses of variance
(ANOVA) to compare the mean scores on four questions related to candidate choice and type of
degree and the independent variable of gender (male and female).
Research question 1 (H0 H1- H0 H4) was analyzed using a one-way analyses of variance
(ANOVA) to compare the mean scores on four questions related to candidate choice and type of
degree and the independent variable of seven race categories (African American, Caucasian,
Asian/island pacific, Latino/a, Native America, Mixed/Bi-racial, and other).
Research question 1 (H0 H1- H0 H4) was analyzed using a one-way analyses of variance
(ANOVA) to compare the mean scores on four questions related to candidate choice and type of
degree and the independent variable of age categories (under 25, 25-34, 35-44, 45-54, 55-64, and
65 and over).
Research question 1 (H0 H1- H0 H4) was analyzed using a one-way analyses of variance
(ANOVA) to compare the mean scores on four questions related to candidate choice and type of
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degree and the independent variable of position title (administrative assistant, counselor,
coordinator, director, executive director, assistant director, vice chancellor and other).
Research question 1 (H0 H1- H0 H4) was analyzed using a one-way analyses of variance
(ANOVA) to compare the mean scores on four questions related to candidate choice and type of
degree and the independent variable of years of experience (0-3, 4-7, 8-11, 12-15 and 16 ore
more years).
Qualitative Analysis
A mixed-methods instrumental case study was used to understand the perceptions of
online degree programs. The case study featured interviews with 21 men and woman who are
employed by one of the ten Louisiana community and technical colleges and who self-identified
as a hiring committee participant for a non-faculty position. The respondents represented various
positions on campus including: academic advisor, program directors, deans, chancellors and vice
chancellors.
For the qualitative analysis, the researcher used content analysis to analyze the
interviews, observation notes and artifacts. Content analysis is a “method of analyzing written
data, verbal or visual communications” (Elo & Kyngas, 2007, p. 107; Marshall & Rossman,
1999). Thematic analysis can be useful in reviewing transcribed interviews and is useful to
researchers to help understand respondent viewpoints. Thematic analysis of data involves
identifying, analyzing, and describing patterns within the data (Fade & Swift, 2011). It is
important to establish what captures the essence of a theme. According to Braun and Clarke
(2006), a theme captures and represents some level of pattern in the data. Additionally, thematic
analysis is rigorous and can provide insight into the research question. Techniques used during
analysis include reading and observing data, coding the data or applying a label to the
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information, and creating themes based on related codes. Data analysis of an instrumental case
study depends on coding focused on aggregate instances in a case (Mills, Durepos & Wiebe,
2010). The analysis focuses more on the issues surrounding the research question and attempts to
discover themes and patterns in order to compare and provide transferability to other cases.
There are six phases of thematic analysis. In phase one, the researcher becomes familiar
with the data through transcribing the data, repeatedly reading the data and journaling thoughts
and ideas about initial thoughts about the data (Braun & Clark, 2006). The researcher chooses
the method and manner in which they transcribe the data. For example, they may decide to
transcribe each word of the recording, or they may want to summarize the information (Fade &
Swift, 2011). Transcription of data occurred at different levels, and the research question guided
the transcription method. Respondents were asked a series of questions related to the overall
process for evaluating resumes, perception of the most important factor in the hiring process and
the perception and experiences with online degree programs. The researcher recorded and took
notes during the respondent interviews. After the interviews, the researcher used a transcription
tool, Otter Voice Notes, to transcribe the interviews. The tool allowed the researcher to record,
upload and transcribe the interviews. The researcher attempted to transcribe every word of the
interview.
As the researcher becomes more familiar with the data, initial thoughts become clear
leading to phase two. In phase two, the researcher begins to identify codes through open coding.
Open guiding allows the researcher to identify repetitiveness and reoccurrences within the
interviews (Lawless & Chen, 2018). During this process, the respondents repeatedly discussed
the importance of experience and education in the hiring process. Additionally, categorizing or
coding can be helpful because it can assist in identifying information regarding the respondent,
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identify significant topics or issues and look for patterns that relate to the research question
(Wholey, Hatry & Newcomer, 2010; Fade & Swift, 2011; Braun & Clark 2006). As the
researcher began to read the transcripts, she highlighted key words and phrases in different
colors to create codes. Figure one provides an example of the use of data extraction to create
codes.
Data extract

Coded for

The experience would be different, but if the
job is heavily banner related, I will evaluate
resonates differently and look for specific
experience; based on if it's a librarian that
really doesn't get into date or mentioned all I
would look for that knowledge. (interview 23)

1. Experience
2. Applicant Fit

Figure 1. Data extract and coding example
Phase 3 begins once data has been fully coded. In this phase, the researcher is responsible
for sorting through a long list of codes to create broader theme. In a sense, the researcher is
combining codes to form an overarching theme (Braun & Clark, 2006). Themes may emerge
inductively or deductively. The inductive approach is driven by the research question and allows
the results to emerge from the most common themes within the data. According to Thomas
(2003), there are three main reasons the inductive approach may be used: (1) to reduce large
amounts of data into a summary format; (2) to create connections between the research and the
findings; and (3) to establish a model or theory about the experiences within the data. The
deductive approach typically begins with a hypothesis and is based on causality rather looking at
a new phenomenon or previous research from a different perspective (Braun & Clark, 2006).
Phase 4 allows the researcher to refine categories into more streamlined themes.
Categories may need to be broken down into separate themes. This phase typically involves two
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levels of evaluation. In level one, the researcher reviews the data to determine if a clear pattern is
apparent (Braun & Clark, 2006). Level two analysis is much broader meaning that the researcher
reviews the data in relation to the larger data set. This allows the researcher to add additional
codes if necessary.
Phase 5 occurs once a fully developed thematic map of the data is available. During this
phase, the researcher defines and refines the themes. It is important for the researcher to clearly
define the themes and be able to explain the context and scope of each theme (Braun & Clark,
2006). During this phase, the researcher began analyzing the themes and the relationships that
may exist between the themes. For example, for the theme of education, the researcher paid
attention to how respondents discussed their experience with online education, the importance of
education and the impact on hiring practices.
The final phase allows the researcher to write up the final analysis. In this phase, it is
pertinent the data provides a “concise, coherent, logical, non-repetitive and interesting account of
the story the data tell-within and across the themes” (Braun & Clark, 2006, p. 93). In this phase,
the researcher tells the story of the data to convince readers there is merit to the data analysis.
After the interviews, the researcher began reading the transcriptions in order to become
familiar with the data and to look for patterns, common phrases and codes. As the researcher
read the transcripts, she highlighted key words in specific colors. The researcher segmented the
interview questions in order to focus on a particular theme. After reading and coding the
transcripts, major categories and themes began to emerge. The categories were then
conceptualized into broader themes. The themes were categorized into eight themes:
Factors for Hiring
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Experience is the most important factor in the hiring process.



Education is the foundation for obtaining employment



The applicant fits in with college culture, possesses a specific skill set and is a good
match for the position

Perception of Online


Personal experience impacts perception



Online education is gaining positive traction



Accreditation and reputation create a viable online degree programs



Stigma still exists but is waning

Online Education and Hiring process


Online education has minimal impact the hiring process
While thematic analysis is a clear-cut approach to analyzing qualitative data, a number of

pitfalls may result in a poor analysis. The first pitfall is the lack of data analyzation (Braun &
Clark, 2006). Thematic analysis is much more than a collection of data. It is imperative the
researcher illustrates the various analytical points of the data. The second pitfall is using the
interview questions as themes (Braun & Clark, 2006). The use of interview questions as themes
assumes a lack of analyzation of the data in order to identify patterns, connections and themes
across the data. Pitfall number three is the use of themes that do not fully represent the data or
when there is overlap between themes or where themes are not consistent and clear (Braun &
Clark, 2006). All themes should be central to the research question the data is trying to answer.
This occurs when the themes do not capture the entirely of the data or lacks rich interpretation or
examples. The fourth pitfall suggests that the data and the analytics don’t match; meaning the
claims cannot be supported by the data or is contradictory to the data (Braun & Clark, 2006). It is
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essential for the researcher to ensure the patterns, interpretations and analytics are supported by
the data and to provide examples that fully demonstrate the theme. Lastly, pitfall five
encompasses a mismatch between the theory and the analysis of the data. The interpretations
should be consistent with the theoretical framework (Braun & Clark, 2006). Thematic analysis
provides a flexible and rigorous approach to analyzing data.
Saturation
Data saturation is an essential aspect of qualitative research. Saturation is reached when
“there is enough information to replicate a study, when the ability to obtain additional new
information has been attained and when further coding is no longer feasible” (Fusch & Ness,
2015). Interviews help reach saturation. The researcher utilized interviews and the responses
were similar amongst respondents. They agreed that experience was the most important factor
when reviewing potential candidates. They had similar personal and professional experiences
with online education. Lastly, the responses indicated a positive shift in the perception of online
degree programs.
The researcher also collected example job descriptions from the college websites. The job
descriptions provided information about the position and the minimum requirements needed for
employment. None of the job descriptions differentiated between the method an individual
obtained their education.
Conclusion
In conclusion, chapter 3 sought to connect epistemology, methodology, and theory to
inform the development of research question and research tools. Throughout the process, the
researcher was able to define and outline the appropriate method to collect valuable quantitative
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and qualitative data to understand employer perceptions of online degree programs. The
following chapters will focus primarily on the results and discussion of the collected data.
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Chapter 4
Results
The purpose of the mixed-methods case study was to identify the perceptions of online
degree programs when hiring within higher education. The following research question informed
the study: What impact does online education have on the hiring process within higher
education? This chapter will answer the one research question and 4 null hypotheses and provide
results of the survey, document collection of job descriptions, and semi-structured interviews.
The themes that emerged through thematic analysis will be discussed in detail in Chapter 5.
Data was analyzed from 11 survey questions and included 5 demographical questions
including gender, race, age, position, and years in higher education. The questions were based on
a Likert scale that ranged from strongly disagree, disagree, agree, strongly agree and N/A and
one “yes or no” question.
Data were obtained from the survey administered through Question Pro. The survey was
sent via email once with one reminder email to the email addresses pulled from the Active
Employee Report.
Participant Description
There were two requirements to participate in the study; the respondent had to have
served on a hiring committee and the position was to be non-faculty. Two hundred and eleven
surveys were received; 153 (72.51%) of the respondents served on a hiring committee. One
hundred and thirty four (63.50%) respondents served on a hiring committee for a non-faculty
position and moved forward to complete the survey. One hundred thirty-four respondents met
the filtering criteria and began the survey; however, only one hundred seventeen respondents
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(55.45%) completed the survey used for analysis. The majority of the participants who
completed the survey were female (73.21%), Caucasian (63.72), over the age of 45 (58.62%),
worked eight or more years in higher education (71.8%), and were in positions of Director,
Executive Director, Assistant Director, and Vice Chancellor (51.72%.) The remaining 48.28%
included administrative assistant, counselor, coordinator, and other positions.
Additionally, sixty-eight individuals provided contact information for follow-up
interviews. The researcher conducted follow-up interviews with 21 respondents of which nine
were phone interviews; eight were email interviews, and four in-person interviews. Table 5
provides information on the respondent demographics.
Table 5
Summary of Respondents
Characteristic

Response

%

Participants

N=117

100%

Gender
Male
Female

n=112
30
82

25.6%
70.1%

Age

n=116
1
16
31
45
19
4

0.86%
13.79%
26.72%
38.79%
16.38%
3.45%

n=113
27
72
2

23.89%
63.72%
1.77%

Under 25
25-34
35-44
45-54
55-64
65 or over
Race
African American
Caucasian
Asian/Pacific Islander
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Latino/a
Native American
Mixed Bi-Racial
Other

3
0
5
4

2.65%
0.00%
4.42%
3.54%

Years in Higher Education
0-3 years
4-7 years
8-11 years
12-15 years
16 or more years

n=117
11
22
21
19
44

9.40%
18.80%
17.95%
16.24%
37.61%

Position
Administrative Assistant
Counselor
Coordinator
Director
Executive Director
Assistant Director
Vice Chancellor
Other

n=116
4
4
14
38
7
3
12
34

3.45%
3.45%
12.07%
32.76%
6.03%
2.59%
10.34%
29.31%

Quantitative Findings
Research Question: How does online education impact the hiring process within two-year
community colleges in Louisiana?
The survey captured thoughts and perceptions on online education and its impact on
hiring practices within higher education. Responses are highlighted in Table 6. To understand
employer perceptions of online degree programs, respondents answered four questions
specifically about online education and six questions about hiring practices. The respondents
chose from a Likert scale that ranged from 1-5, where 1=strongly disagree, 2=disagree, 3=agree,
and 4=strongly agree and 5=N/A. Of the questions related to online education, 87% of
respondents disagree that online education is an instructional fad. Eighty seven percent of
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respondents agreed that the strength of online education is not in the medium but in the way it is
used. Eighty two percent of respondents agreed that online instruction is appropriate for
educating and training students in people oriented fields, such as higher education
administration. Respondents (84%) indicated that that online-degree programs are not too
informal and tend to destroy the credibility of a college degree. The results from the survey
perceive that online education is valuable in providing quality education. The latest Allen and
Seaman (2017) study supports the survey results in that “the percent of academic leaders rating
the learning outcomes in online education as the same or superior to those in face-to-face
instruction is now at 71%.”
Of the questions related to hiring practices, 81% agreed that the completion of a
credential from a college or university is a minimum requirement for professional positions such
as higher education administration. In reviewing an application, 76% of respondents suggested
that it is not more difficult to evaluate a candidate from an online degree program. More than
half of the respondents (78%) agreed that an online degree granted by an accredited institution is
accepted on the same basis as a traditional degree when evaluating a prospective applicant’s
educational background. Seventy five percent of respondents indicated they would not choose a
candidate with a traditional degree completed in a traditional program over a candidate with an
online degree from a traditional university. An overwhelming 90% disagreed when asked,
“When reviewing applicants, I would choose a candidate with a traditional degree completed in a
traditional program over a candidate with a blended degree from a traditional university.” Thirty
one percent of respondents indicated they would choose a candidate with a traditional degree
over a candidate with an online an online degree from an online university. Lastly, 91% of
respondents (105 respondents) indicated that applicants with online coursework do not influence
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their decision to hire him or her. It is more likely for an employer to accept an online degree than
in the past although some perceptions remain the same (Friedman, 2017a). Some employers still
struggle with the idea of hiring an online degree graduate. “Not every company is going to view
an online degree in HR equally” (as cited in Friedman, 2017a). With this being said, colleges,
universities, and accreditation boards are becoming more invested in providing a quality
education because online education is becoming the crux for enrollment growth (Lederman &
Liebreman, 2019). While there have been debates on hiring individuals with online degrees due
to quality and value, the survey results indicate a positive shift in perception.
Table 6
Employer Perceptions of Online Degree Programs Survey Results
Question
1. Online education is
largely an
instructional "fad."
2. The strength of
online education is
not in the medium
but in the way it is
used.
3. Online instruction is
not appropriate for
educating and
training students in
people-oriented,
fields such as higher
education
administration.
4. With few
exceptions, the
completion of a
credential from a
college or university
is a minimum
requirement for
professional
positions such as

Strongly
Disagree Disagree

Agree

Strongly
Agree

N

40.00%

46.96%

8.70%

4.35%

115

4.46%

8.93%

57.14%

29.46%

112

25.64%

57.26%

9.40%

7.69%

117

11.21%

6.90%

48.28%

33.62%

116
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higher education
administration.

5. Online-degree
programs are too
informal and tend to
destroy the
credibility of a
college degree.
6. In reviewing an
application, it is
more difficult to
evaluate a candidate
from an online
degree program.

19.83%

63.79%

10.34%

6.03%

116

18.92%

56.76%

18.02%

6.31%

111

Strongly
Strongly
Question
Disagree Disagree Agree
Agree
7. An online-degree
granted by an
accredited
institution is
accepted on the
same basis as a
traditional degree
when evaluating a
prospective
applicant's
educational
background.
2.63%
19.30% 54.39% 23.68%
8. When reviewing
applicants, I would
choose a candidate
with a traditional
degree completed in
a traditional
program over a
candidate with an
online degree from a
traditional
university.
23.89%
51.33% 17.70% 7.08%
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N

114

113

9. When reviewing
applicants, I would
choose a candidate
with a traditional
degree completed in
a traditional
program over a
candidate with a
blended degree from
a traditional
university.
10. When reviewing
applicants, I would
choose a candidate
with a traditional
degree over a
candidate with an
online degree from
an online university.
Question
11. Do applicants with
online coursework
influence your
decision to hire him
or her?

23.68%

66.67%

9.65%

0.00%

114

16.81%
No

51.33%
Yes

20.35%

11.50%

113
N

91.30%

8.70%

115

Before conducting the one-way ANOVA, the researcher considered six assumptions. The
data met assumptions 1, 2, and 3. The dependent variables were continuous due to the use of the
Likert scale. The independent variables were categorical. The data used were independent of
observations.
The data contained outliers. Outliers can be due to data entry errors, measurement errors
or be unusual occurrences (LAERD, 2019). The researcher verified data entry points and made
corrections as necessary. When outliers exist, the researcher has four choices to determine how
to proceed. The researcher may run non-parametric Kruskal-Wallis H test; modify the outlier,
transform the dependent variable or include the outlier in the analysis (LAERD, 2019). The
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researcher chose to include the outlier in the analysis because the result would not be
significantly affected. The researcher ran the one-way ANOVA with and without the outliers and
determined that considerable differences exist.
The researcher ran the Shapiro-Wilk test of normality to determine whether the data was
normally distributed. The data violated normal distribution; however, the researcher chose to
move forward with the one-way ANOVA because it is robust with respect to non-normality and
can be used in data analysis (Maxwell & Delaney, 2003).
To analyze the perception of hiring practices, a Welch one-way analysis of variance
(ANOVA) was conducted to compare the effect of demographical groups on the decision to hire
an applicant with online coursework. Questions 7, 8, 9 and 10 focused on hiring practices as it
related to online education. Participants were classified into five demographic groups: gender,
race, age, position, and years in higher education. All of the data were analyzed at the .05 level
of significance.
H0 H1: There is no significant difference in the mean scores on candidate choice who
completed a traditional degree in a traditional program over a candidate with an online
degree from a traditional university by gender, race, age, position, and years in college.
A one-way analysis of variance (ANOVA) was run to assess the relationship between
candidate choice based on question 7 “when reviewing applicants, I would choose a candidate
with a traditional degree completed in a traditional program over a candidate with an online
degree from a traditional university” and demographical variables for gender, race, age, position
title and years in higher education. Hypothesis 1 predicted there would be no differences
amongst demographic characteristics as it related to applicant choice (traditional vs. online
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degree from traditional university). The ANOVA was not significant: Gender, F(1, 110)=2.36,
p=.127; Race, F(5,107)=2.32 p=.048, Age, F(5,110)=1.26 p=.282, position, F(7,108)=1.025
p=.418, and years in higher education, F(4,112)=1.469, p=.216. Therefore, the null hypothesis
was retained.
H0 H2: There is no significant difference in the mean scores on candidate choice who
completed a traditional degree in a traditional program over a candidate with a blended
degree from a traditional university by gender, race, age, position, and years in college.
A one-way analysis of variance (ANOVA) was run to assess the relationship between
candidate choice based on question 8 “when reviewing applicants, I would choose a candidate
with a traditional degree completed in a traditional program over a candidate with a blended
degree from a traditional university,” and demographical variables for gender, race, age, position
title and years in higher education. Hypothesis 2 predicted would be no differences amongst
demographic characteristics as it related to applicant choice (traditional vs. blended degree from
traditional university). The ANOVA was not significant: Gender, F(1, 109)=1.804, p=.182;
Race, F(5,106)=1.655 p=.152, Age, F(5,109)=1.25 p=.288, position, F(7,107)=1.78 p=.098, and
years in higher education, F(4,111)=1.91 p=.011. Therefore, the null hypothesis was retained.
H0 H3: There is no significant difference in the mean scores on candidate choice who
completed a traditional degree in a traditional program over a candidate with an online
degree from an online university by gender, race, age, position, and years in college.
A one-way analysis of variance (ANOVA) was run to assess the relationship between
candidate choice based on question 9 “when reviewing applicants, I would choose a candidate
with a traditional degree over a candidate with an online degree from an online university,” and
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demographical variables for gender, race, age, position title and years in higher education.
Hypothesis 3 predicted there would be no differences amongst demographic characteristics as it
related to applicant choice (traditional vs. online degree from an online university). The ANOVA
was not significant: Gender, F(1,109)=5.69, p=.019; Race, F(5,106)=.911, p=.477, Age,
F(5,109)=.529 p=.754, position, F(7,107)=1.2, p=.309, and years in higher education,
F(4,111)=.622, p=.64. Therefore, the null hypothesis was retained.
H0 H4: There is no significant difference in the mean scores on whether applicants with
online coursework influences the decision to hire by gender, race, age, position, and years
in college.
A one-way analysis of variance (ANOVA) was run to assess the relationship between
candidate choice based on question 10, “do applicants with online coursework influence your
decision to hire him or her,” and demographical variables for gender, race, age, position title and
years in higher education. Hypothesis 4 predicted there would be no differences based on
demographic characteristics when deciding to hire an applicant with online coursework. The
ANOVA was not significant: Gender, F(1,108)=2.88, p=.092; Race, F(5,105)=.31, p=.906, Age,
F(5,108)=.43, p=.827, position, F(7,106)=1.819, p=.000, and years in higher education,
F(4,110)=.186, p=.122. Therefore, the null hypothesis was retained.
To analyze the perception of hiring practices, a Welch one-way analysis of variance
(ANOVA) was conducted to compare the effect of demographical groups which included
gender, race, age, position title and years in higher education on the decision to hire an applicant
with coursework from different degree attainments (online, traditional and blended). It was
predicted there would be no differences amongst demographic characteristics and hiring
practices based on type of education (traditional, blended, and online). Based on the one-way
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analysis of variance (ANOVA), the null hypotheses were retained for H0 H1 through H0 H4. The
results showed there are differences by gender, age, race, position title and years in higher
education; however, there is no specific grouping where the perceptions are significantly
different.
Qualitative Findings
Job Descriptions
A collection of eleven job descriptions were reviewed for each college. The job
advertisements posted on the college websites were seeking positions such as Dean of Campus
Administration, Chief Financial Officer, Learning Specialist, Registrar, and Financial Aid
Counselor. The advertisements set the minimum standards an applicant has to meet before
moving forward in the interview process. The standards included the level of education such as
bachelor’s degrees and years of experience. The purpose of collecting the job descriptions was
to identify whether or not an applicant was required to have a traditional degree as opposed to an
online degree. No job descriptions noted the difference in educational format.
Interview Responses
To participate in the survey, participants were required to have served on a hiring
committee for a non-faculty position. If they did not, they exited the survey. If they answered the
qualifying questions, they moved forward to the consent portion of the survey. One hundred
thirty-four respondents met the filtering criteria and began the survey; however, only one
hundred seventeen respondents completed the survey used for analysis. The survey produced 68
respondents (59.19%) (n=68) who provided contact information for follow-up interviews. The
researcher emailed respondents to schedule phone, email or in-person interviews and conducted
21 interviews. The researcher conducted nine phone interviews, eight email interviews, and four
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in-person interviews. Thirteen of the interview respondents were female, and eight were male.
The majority of respondents (n=19) worked in higher education for 8 or more years. The
respondents fell into categories of positions such as counselor, coordinator, director and vice
chancellor. During the interviews, the respondents were able to discuss in detail their position
and role at the college. Table 7 provides a more description each roles that each respondent
played in the college.
Table 7
Description of Positions of Interview Respondents
Description of Positions
Academic Advisor
Coordinator
Director
Vice Chancellor
Other

Response
1
1
6
3
10

Respondents provided a general overview of the hiring process in higher education.
Respondents will be identified with a number rather than their name to ensure confidentiality and
anonymity. Respondent 18 indicated they served on many committees. A hiring manager
delegated her to the hiring committees. The hiring manager or committee chair dictates the
process the hiring committee will follow. “Before we start with resumes, the hiring manager, or
the committee chairperson will meet with you and let you know what they're looking for in that
position” (Respondent 18).
Based on the respondent comments, Human Resources vets the applicants to determine if
they meet the minimum criteria. If the applicant met the minimum requirements, the Human
Resources department forwarded the applicant resumes to the hiring committee. Respondent 5
stated “…resumes first go to HR department, and then the candidates that meet the criteria for
the position are sent to the committee members. And we each take time to look at each individual
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resume.” In two cases, respondents received all applications and they reviewed and narrowed
down the candidates. Respondent 62 stated “I get a batch resumes and then I filter through them
for credentials, primarily in for skill set…And then from there, I do some phone interviews of the
candidates that are kind of leftover. And from there, reduce it down to probably five or six in
person interviews.” Respondent 23 stated “they (HR) gives me all resumes who qualified for the
position and I go through them and pick the top five to seven based on experience, relevant
experience and then we set up HR interviews from there.”
As stated in Chapter 2, committee members evaluate each applicant’s resume. The
committee may discuss preferred qualifications and may create an evaluation tool. Each
committee member will read, assess, take notes for each applicant’s resume and cover letter
(Marchese & Lawrence, 2006; Vickers & Royer, 2006). Respondent comments stated resume
evaluation included identifying key objections for the position; reviewing the resume to identify
relevant work experience, education and skill set. Respondent 38 stated “I look at each resume
and if an objective is provided review it, look at previous work experience that maybe beneficial
to the open position, narrow down the candidate pool by assessing strengths and weaknesses of
candidate in relations to work experience.” Respondent 1 indicated “I usually look to see if the
resume is a good fit for the job description. I evaluate the applicant’s previous experience and
skills. I also look at their highest level of education and degree” Education and experience are
important aspects of the evaluation process; however, other factors such as cultural fit and length
of time at previous jobs are just as important. Respondent 62 stated “I'm looking for basic skill
set, also that they meet the SACSCOC requirements for education and, and, and looking for, I
guess trends in time at a job, but also skill set that matches our skill set and culture that matches
our culture.”
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As described in Chapter 3, content and thematic analysis was used to identify themes that
emerged from the study. Content analysis is a “method of analyzing written data, verbal or visual
communications” and helps further explain the quantitative results (Elo & Kyngas, 2007, p. 107).
Thematic analysis of data involved identifying, analyzing, and describing patterns within the
data. The thematic analysis allowed the researcher to deal with their data in a variety of ways
(Fade & Swift, 2011). Techniques used during thematic analysis include reading and observing
data, coding the data or applying a label to the information, and creating themes based on related
codes. A software tool, Otter Voice Notes, recorded and transcribed interviews. The software
tool and a manual review of the transcriptions identified keywords that helped the researcher
create categories and identify key phrases. Throughout the coding process, the researcher began
to identify themes, keywords and categories. The study identified the impact of online education
has on the hiring process within higher education.
Respondent comments suggest that working in higher education and personal experience
shape perception. The comments also highlighted the process for evaluating resumes and vetting
of applicants. The information contributed to three overarching categories:
1. Factors for Hiring
2. Perception of online degree Programs
3. Online education and the hiring process
The categories were conceptualized into eight broader themes:
1. Experience is the most important factor in the hiring process
2. Education is the foundation for obtaining employment
3. The applicant fits in with college culture, possesses a specific skill set and is a good
match for the position
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4. Personal and professional experience impacts perception
5. Online education is gaining positive traction
6. Accreditation and reputation create a viable online degree programs
7. Stigma still exists but is waning
8. Online education has minimal impact the hiring process
The themes highlighted key areas that influence the perception of online degree education
on the hiring process. Respondents mentioned experience and accreditation frequently.
Education determined if the applicant met the minimum criteria to move forward in the hiring
process. Accreditation of the program was an important component of evaluating colleges.
Lastly, respondent comments indicated that perception and quality of online degree programs
had improved over time. Respondents also indicated that an applicant’s experience outweighs
the type of educational attainment. Table 8 details the coding, categories and themes that
emerged in the interviews.
Table 8
Themes in Respondent Follow-Up Interviews
Coding
Categories
Factors for Hiring
Experience
Education
Perception of Online
Minimum requirements
degree Programs
Human resources
Vetting
Online education and
Job description
the hiring process
Cultural fit
Accreditation of program
Skill set
Job responsibilities
Personal
Professional
Rigor
Accreditation
Convenience
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Themes
1. Experience is the most
important factor in the
hiring process.
2. Education is the
foundation for
obtaining employment
3. The applicant fits in
with college culture,
possesses a specific
skill set and is a good
match for the position
4. Personal experience
impacts perception
5. Online education is
gaining positive
traction

6. Accreditation and
reputation create a
viable online degree
programs
7. Stigma still exists but is
waning
8. Online education has
minimal impact the
hiring process

Flexibility
Credibility
Reputation

Experience with Online Education
Respondents answered questions about their personal and professional opinions of online
degree programs. The question helped to highlight potential bias towards online degree programs
and if the bias would in turn impact hiring decisions. The personal and professional experiences
influenced the respondent’s perceptions of online degree programs; however, the experiences did
not have an impact on the hiring process. Several of the respondents had direct experience with
online education because they either taught online or took online coursework as a part of their
educational attainment. They felt online degree programs were valuable, easily accessible and
sometimes more rigorous than a face-to-face course. Respondent 62 obtained their degree online
and stated, “You can receive the material and the expertise you need from an online degree
program just as easily as you can from an on campus program. And in fact, many of them are
more rigorous.” While respondent 62 had a positive perception, they indicated that some colleges
do online programing better than others do and students should ensure they are comparing the
programs to ensure quality. As an instructor in an online degree program, respondent 62
suggested that some programs can offer students a positive experience but it depends on the
delivery,
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I realized that the online experience for a student can be great or terrible, depending on
how delivered and depending on the support that you will see from the institution to be
able to deliver the quality product and also dependent on the oversight for them for that
program.
Personal experience guided many of the opinions of the respondents. Several respondents
indicated they graduated from an online degree program. Respondent 52 completed their
program online during a time of transition in which they moved to another state. Respondents 18
and 19 opted for an online degree program due to being a full-time parent and employee.
Respondent 19 indicated that prior to enrolling in the online degree program; they ensured the
program was accredited.
Factors for Hiring
Based on respondent comments, education lays the foundation for a candidate and allows
the candidate to move through the vetting process. Experience; however, is the most important
factor according to respondent comments. An applicant’s education does not necessarily speak to
what they can do in the position. Respondent 52 stated, “I think that someone's education may
not necessarily speak to what they can do, I think your experience will be greater and I think
that's the most important thing that I would look for is if they have if they've met the minimum
requirements.” Respondent nine suggested that experience assists candidates advance through
their career. They stated, “On the job experiences are what really cultivate individuals in their
professional walk in there, advancement in their professional career.” Lastly, respondent 16
suggested that in higher education, experience would outweigh education as long the candidate
meets the minimum criteria; “In higher education, experience will ultimately outweigh the type
of degree obtained, if, the candidate meets the expected educational standard.”
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Respondent comments suggested education served as a means to determine if an
applicant met minimum job qualifications and experience informed the hiring committee on how
an applicant may perform on the job. Respondent 24 stated, “The applicant’s level of education
plays an important role, depending on what job he or she is applying.” Respondent 5 indicated
that a candidate’s education provides the foundation for knowledge.
I think education gives you that knowledge base to be able to build off when you are
working with your experience. It is like a learner's permit, almost, you are saying, okay, I
have learned this information. Now I can take it and I can drive with it. In addition, I can
learn these things, build on that, and make it stronger.
While education and experience are important factors in the hiring process, other areas
such as cultural fit, accreditation of program and skill set were important to the respondents.
Experience, education and skills can be learned and attained; however, an who applicant fits in
with college culture, possesses a specific skill set and is a good match for the position may be
more important. Respondent 62 stated, “I really fully believe you can train a skill set, but you
can't train a personality. So the fit to the institution to the culture, the personality fit, weighs a lot
more for me than it does for than, it does necessarily meeting all the skill requirements”
Respondent 32 suggested that it likely depends on the position to which the applicant is
applying. If the position requires online instructor, interviewing an applicant with online
experience may be beneficial.
A combination of an applicant’s education, skill set and experience contribute to the
hiring decision. Respondent 38, stated,
Each applicant is different therefore bringing with them their skill sets that when coupled
with their educational experience created the candidate’s profile. Online coursework does
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not necessary define that candidate as the best fit for the specified role it only provides
exposure to a set of required coursework.
Perception of Online Degree Programs
Respondents suggested that there has been a positive shift in the perception of online
degree programs. Generally, online degree programs have a positive perception if the program is
accredited, rigorous and is a well-established program. If the respondent questioned the
applicant’s education, they researched the institution to determine if it were accredited. If
accredited, the education was generally accepted. Respondent 62 stated, “I think if it's an
accredited institution. I have to trust the accrediting body that they're looking at that institution
with scrutiny.” Traditional brick and mortar colleges have started offering more online degree
programs (Friedman, 2017b). Name recognition, accreditation and reputation have contributed to
this shift. Respondent 16 stated, “Traditional non-profit institutions that have name recognition
and a solid reputation through their on campus based program have created viable online degree
programs.” Student interaction with online degree programs helps to change the attitude of
online degree programs. Respondent 42 indicated, “I think previously the perception of online
degrees was that they were easier and almost a “bought” degree. However, with more people
experiencing online degrees first hand, the perception is changing and online degrees are more
respected.”
Although, online degree programs have become more credible and reputable, respondent
comments suggest reservations about online degree programs exist. Issues such as accreditation,
rigor and lack of preparation for the workforce perpetuate the negative perceptions of online
degrees. There may still be stigma surrounding online degree programs from for-profit schools,
which have faced criticism in the past (Friedman, 2017a). Respondent 16 acknowledged the
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credibility and reliability of online degree programs; however, he preferred degrees from non-for
profit colleges or from brick and mortar programs, “I prefer to see degree programs of not or
non-profit institutions. Degree programs from institutions that offer the same program on
campus in a brick and mortar institution are the most respectable. An online degree program
from a brick and mortar institution that is accredited is more credible. Respondent 1 stated, “if
the online degree comes from an accredited university/college, then it has more weight. This
goes back to the programs coming from a brick-and-mortar university/college rather than one
that just solely operates online.”
Interestingly enough, Respondent 10 had a negative perception of online degree programs
“Personally I hate them, I think they are horrible and I would never hire anyone with one if given
the option,” yet he is looking to pursuing an advanced degree in an online degree program
primarily due to the cost and ease of program.
Online Education and the Hiring Process
When asked if online coursework influences hiring decisions, respondent comments
indicated that they tend to treat applicants the same as it is difficult to ascertain if the program
was online. Respondent 9 stated,
I'm looking at what their background is, where their strengths are, and then in the
interview process, does it seem like they're a good fit for our institute that really has
nothing to do with what school they attended, or what type of format so that really doesn't
even cross my mind.
Education, experience and applicant fit are the most important factors in the hiring
practice. Respondent 38 stated, “Each applicant is different therefore bringing with them their
skill sets that when coupled with their educational experience created the candidate’s profile.
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Online coursework does not necessary define that candidate as the best fit for the specified role it
only provides exposure to a set of required coursework.” Online education doesn’t define a
potential employee and how they will succeed in a position.
Lastly, respondents did not typically review an applicant’s education history in detail.
They looked to see the highest degree the applicant completed and the college or university
where the applicant graduated. In fact, respondents suggested that it might be difficult to
determine if the degree was pursued online. Name recognition of an online college may guide
someone to negatively or positively associate with an educational institution. Respondent 15
stated, “I think it's become much more difficult to even know certain programs are online unless
there's name recognition with the college that you're dealing with but otherwise you don't know
if someone took an online class or not.”
Candidate Choice
After respondents answered a series of questions about education, experience, the
perception of online degree programs and the hiring process, they chose from a pair of resumes
of who they might hire based on two different resumes. Each resume was similar in educational
level attainment and experience; however, one candidate’s education (William Stripling) was
from a traditional college and one from an online degree provider (George McClellan). Fortytwo percent of the respondents indicated they would choose George McClellan based on
qualifications and experience. Nineteen percent of the respondents chose William Stripling.
Fourteen percent of the respondents did not provide an answer to the question. Lastly, 23.8% of
the respondents indicated they could not choose without interviewing both candidates.
Respondent 19 indicated that both candidates had qualified experience; however, they felt
William Stripling’s experience was not as diverse or robust as George McClellan. Respondent 16
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reviewed each resume and determined he would interview both candidates based on their wealth
of knowledge and experience. He indicated the following:
Although the educational history of candidate of George McClellan did not inspire
confidence in his abilities, breadth or depth of knowledge, the work experience of George
McClellan warrants a clear fit for the role. William Stripling’s overall picture seemed
stronger by the breadth of experience and stronger educational profile. Additional
contextual information is needed regarding the type of institution that is offering the
position. Thus, in spite of the online degrees from a for profit institution in the case of
McClellan, the experience of both candidates necessitate additional evaluation measures
through a formal interviewing.
Respondent 42 also indicated they would interview both since the resumes were so
similar. The interview process would provide additional insight in whether or not the candidate
would fit with the culture of the college; “Both resumes are almost identical, so typically my
decision would be based on the actual interview to determine the best fit for the college.”
Respondent 1 based their decision on the stability of the candidate; “William Stripling- I
would choose this candidate. Based upon both resumes, he has been the most stable (stayed with
the same university the longest).”
The results prove interesting because more respondents chose the candidate, George
McClellan who possessed degrees from an online institution. Studies by Adams and Defleur
(2007) conducted similar analysis and the results concluded that hiring managers preferred
traditional education to an online degree.
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Conclusion
Chapter four presented job descriptions, survey results and interview results. The job
descriptions informed committee members of the basic minimum requirements for positions in
higher education. The survey data provided preliminary insight into hiring practices and
perceptions of online degree programs. The researcher found that online education does not
influence hiring decisions. Additionally, the researcher found no statistically significant
differences among demographic groups (p>.05) and the educational format an applicant chose to
complete their degree (traditional, blended, online). There are differences by gender, age, race,
position title and years in higher education; however, there is no specific grouping where the
perceptions are significantly different.
The interviews determined that experience is the most important aspect of the hiring
practice and online education has little bearing on the hiring process within hiring education.
During the analysis process, a number of themes emerged. Chapter 5 will summarize the study;
discuss the themes, implications, and recommendations for future research.
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Chapter 5
Discussion
Introduction
Chapter 5 summarizes the research problem, reviews data collection and analysis. The
chapter will reference interview quotes as presented in Chapter 4. The purpose of the mixedmethod case study was to understand the impact of online education has on the hiring process
within higher education. The findings suggests that online education has a minimal impact on the
hiring process. It was assumed online education would negatively impact the hiring of applicants
with an online degree and there would be significant differences amongst the demographic
groups; however, this not occur. The study revealed there is no statistically significant difference
in candidate choice and education type. Additionally, the findings identified eight themes related
to the hiring process. The themes are presented under a main category to show the relationship to
the research question. The chapter will conclude with implications for practice, limitations, and
recommendations of future research.
Colleges and universities have continued to add online degree programs and courses for
students in an effort to grow enrollment and to provide students with flexibility to complete their
degree. A critical factor to consider is the employability of students who completed an online
degree program because potential employers may hold a bias towards graduates who possess an
online degree. Enrollment in distance education courses has steadily increased since 2012.
According to Allen and Seaman (2018), the number of students enrolling in distance education
grew by 5.6% from Fall 2015 to Fall 2016. While online education continues to grow, only 5
percent of schools account for the enrollment of online students (Allen and Seaman, 2018;
Friedman, 2018). Students continue to enroll in online courses due to cost, ease and the ability to
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pursue employment and education. Additionally, students tend to enroll in online education at
colleges and universities in which they have some familiarity and consider to have a good
reputation (Haynie, 2015). Distant education continues to be a convenient choice for students.
Although there may be high demand for online education, the education obtained online
may not translate into jobs and careers in higher education. Potential employers in higher
education may hold a bias towards graduates of online degree program. Several studies
conducted by Adams and DeFleur (2005, 2007) and Columbaro and Monaghan (2009) indicated
a bias towards online degree programs and respondents had negative perceptions towards online
degree programs; however, recent studies have suggested a growing acceptance of online
education (Friedman, 2017a). Previous studies have primarily focused on areas outside of higher
education and what we do not know is how employers within higher education view applicants
who have earned degrees through the means of distance education.
As stated in Chapter 2, distance education has continued to show growth even though
overall higher education has seen a decline in enrollment. Over 6 million students took at least
one distance course in Fall 2015 (Allen and Seaman, 2017). Additionally, higher education
administrators are increasing online offerings to grow enrollment and to better serve the working
adult. University systems, flagship campuses, and public universities are taking on more online
initiatives such as creating free-standing institutions and partnering with other online degree
programs (Lederman & Lieberman, 2019).
While there is an abundance of information on the history and benefits of distance
education, there is limited research in the area of employer perception, particularly in higher
education. Research in this area has been limited to healthcare professions, private industry and
limited areas in higher education (Adams, Lee, & Cortese, 2012; Thompson, 2009; Siebold,
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2007; Adams & Defleur 2005). The research conducted hoped to provide insight concerning
higher education employability of individuals who have online degree programs.
Critical theory served as the theoretical framework for the study. The goal of Critical
Theory is to analyze, change or equalize a situation or individual, is ground in Marxist ideas, and
relates to power structures (Crotty, 1998; Corradetti, 2018). Critical theory is adequate if three
criteria are met:


It must be explanatory and explain what is wrong with current social reality.



It must be practical and identify the actors to change it.



It must be normative and provides both clear norms for criticism and achievable practical
goals for social transformation.
Based on the findings, the study met the criteria because four- year public, two -year

public and for-profit colleges are each power structures competing against one another within
higher education and bias may exist towards higher education. Staff, students and administration
have the ability to change and create social transformation by ensuring courses and programs are
rigorous, accredited and transparent. Additionally, bias imbeds within the organizational
structures and members and plays a role in Critical Theory. It was assumed that imbedded bias
marginalizes individuals with online degrees and may not be offered the same employment
opportunities. The findings suggest that while perception has shifted positively towards online
degree programs, bias still exists. Research suggests that while most employers will accept an
online degree from well-respected institutions there is still hesitation to hire an individual who
holds an online degree (Friedman, 2017a). Due to this, employers may place more emphasis on
names of programs and institutions that are more recognizable and well known. Bias may shift or
be eliminated as individuals have more experience with online degree programs. Ultimately, the
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combination of education, experience and work history is what helps the individual obtain the
position.
As indicated in chapter 3, the study utilized a mixed-method, instrumental case study to
provide insight into the hiring practices at institutions of higher learning, specifically public
community and technical colleges in Louisiana. The participants of the study included
individuals who served on a hiring committee for a non-faculty position. The researcher created
a survey in Question Pro and sent surveys to the email addresses listed in the Active Employee
Report for ten community and technical colleges in Louisiana. The survey consisted of ten
statements related to online education and hiring practices. The participants choose from a Likert
scale that ranged from 1-5, where 1=strongly disagree, 2=disagree, 3=agree, 4= strongly agree
and 5=N/A. Respondents answered a yes or no question about online coursework and its
influence on hiring. The researcher asked the participants to provide demographic information
such as race, gender, ethnicity, and position. At the end of the survey, the researcher asked
respondents to participant in follow-up interviews. The follow-up interviews provided additional
context in the perception of online education and experience in hiring process.
The statistical analysis in the study was based on one research question presented in
previous chapters. The question had four null hypotheses. All of the data were analyzed at the
.05 level of significance. The researcher found no statistically significant differences among the
groups and indicates that although perceptions regarding candidates and the format they chose to
complete their program (traditional, blended, online) may differ by gender, age, race, position
title and years in higher education, there is no specific grouping where the perceptions are
significantly different.

83

One-Way Analysis of Variance
A one-way Analysis of variance (ANOVA), descriptive statistics and content analysis
were used to analyze the survey data and interviews to answer the following research question:
1. How does online education impact the hiring process within two-year community colleges in
Louisiana?
The research question (H0 H1- H0 H4): was analyzed using a Welch one-way analysis of
variance (ANOVA) to compare the effect of demographical groups on the decision to hire an
applicant with online coursework. Questions 7, 8, 9 and 10 focused on hiring practices as it
related to online education. Participants were classified into five demographic groups: gender,
race, age, position, and years in higher education. The researcher found no statistical significance
differences among the groups and indicates that although perceptions regarding candidates and
the format they chose to complete their program (traditional, blended, online) may differ by
gender, age, race, position title and years in higher education, there is no specific grouping where
the perceptions are significantly different.
This is interesting because previous studies have suggested that applicant selection
differed by gender, position type, and experience with online classes (Adams, Lee, & Cortese,
2012). Adams, Lee & Cortese (2012) study found that male principals were significantly
different from female principles in their application selection where female principles were more
likely to choose an application who earned their degree in a non-traditional setting. Other studies
conducted by entities such as the Chronicle for Higher Education (2012), have indicated that
online colleges are the least desirable compared to other college types. The study also indicated
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that HR finds online colleges more attractive compared to their manager and executive
counterparts.
Overall, administrators had a positive attitude toward online education as it related to
hiring practices although previous studies have suggested otherwise. Adams and Defleur (2007)
suggested that hiring managers preferred traditional degrees compared to online degree
programs; however, the study indicated that distance education was more acceptable in the
corporate world rather than in higher education. Chaney’s (2002) study suggested that
respondents would consider an individual with an online degree as equally as someone with a
traditional degree; however, the study was focused on healthcare companies rather than higher
education and the study could not determine whether or not they would actually hire the
individual with an online degree.
Themes
As described in Chapter 3, content and thematic analysis was used to identify themes that
emerged from the study. Content analysis is a “method of analyzing written data, verbal or visual
communications” and helps further explain the quantitative results (Elo & Kyngas, 2007, p. 107).
Thematic analysis of data involved identifying, analyzing, and describing patterns within the
data. The thematic analysis allowed the researcher to deal with their data in a variety of ways
(Fade & Swift, 2011). Techniques used during thematic analysis include reading and observing
data, coding the data or applying a label to the information, and creating themes based on related
codes. A software tool, Otter Voice Notes, recorded and transcribed interviews. The software
tool and a manual review of the transcriptions identified keywords that helped the researcher
create categories and identify key phrases. Throughout the coding process, the researcher began
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to identify themes, keywords and categories. The study identified the impact of online education
has on the hiring process within higher education.
Respondent comments suggest that working in higher education and personal experience
shape perception. The comments also highlighted the process for evaluating resumes and vetting
of applicants. The information contributed to eight overarching themes (bulleted items)
associated with issues related to the research question:
Factors for Hiring


Experience is the most important factor in the hiring process.



Education is the foundation for obtaining employment



The applicant fits in with college culture, possesses a specific skill set and is a good
match for the position

Perception of Online


Personal experience impacts perception



Online education is gaining positive traction



Accreditation and reputation create a viable online degree programs



Stigma still exists but is waning

Online Education and Hiring process


Online education has minimal impact the hiring process

Factors for Hiring
Experience is the most important factor in the hiring process. Education provides the
foundation for a candidate and allows the candidate to move through the vetting process.
Experience; however, appeared to be the most important factor according to respondent
comments. Education sets the foundation but applicant experience indicates an applicant’s
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abilities. Below are examples of responses to support the experience component of the hiring
practice:
“Experience is a major issue for anyone going through the hiring process. However, the
amount of experience is relative to the job being hired.”
“The most important information is experience and ability to do the job applied for.”
“I think their previous experience and skills are the most important aspect. Some jobs
have a minimum degree requirement, so potential applicants are weeded out before
coming to the hiring committee if they do not meet those requirements.”
Applicant experience plays a major role in the hiring process. When given the choice
between candidates who have more experience, hiring managers tend to choose the applicant
with the most experience (Breininger, 2019).
Education is the foundation for obtaining employment Education determines if the
candidate meets the minimum qualifications but it is not a major determining factor in whether
or not they will interview or hire a candidate. Respondents use education level to determine
whether the candidate would move forward in the hiring process and experience was more of a
determining factor of employability. Often, an employer may or may not know how an applicant
obtained their degree (Friedman, 2017b). As a hiring committee interviews an applicant, they
may be asked clarifying questions about degree completion, and if online, additional questions
about time management and working with others may be questioned. Education, not specifically
online education, was an important aspect to determine if the applicant met the minimum criteria
to move forward in the hiring process. Below are examples of responses to support the
educational component of the hiring practice:
“A candidate’s education offers an opportunity for consideration. Education will
directly provide an important qualification strand. Indirectly, education gives the
candidate the ability to convey a set of requisite knowledge, skills, and experiences.”
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“The applicant’s level of education plays an important role, depending on what job he or
she is applying.”
“In fact, in a community college setting, those with higher degrees aren’t necessarily the
better educators.”
Education of an applicant is an important aspect of the hiring process and employers may
rely heavily on the educational background of inexperienced applicants, it is but one component
of an applicant’s employability (Douglass, 1996; Blore, 2017). Individuals’ experience,
accomplishments and skills set are equally important.
The applicant fits in with college culture, possesses a specific skill set and is a good
match for the position An applicant is more than their educational background and work
experience. Employers look for a specific skill set and accomplishments. They may also want to
ensure the applicant fits into the culture of the institution, possess a specific skill set and is a
good match for the position. Respondent 38 stated, “each applicant is different therefore bringing
with them their skill sets that when coupled with their educational experience created the
candidate’s profile. Online coursework does not necessary define that candidate as the best fit for
the specified role it only provides exposure to a set of required coursework.” While previous job
experience and education plays a role in the hiring process, an ultimately wants to know if the
applicant is a good overall fit with the institution (Friedman, 2016).
Perception of Online
Personal experience impacts perception Both professional and personal experience
influenced respondent perceptions and experiences with online degree programs. Respondents
had direct experience with online education either personally or professionally and indicated
online degree programs offer convenience, flexibility and cost effective programs to the working
adult (Friedman, 2018). For example, respondent 38 suggested, “Personally, and professionally I
believe online degree programs are/can be beneficial: they provide flexibility, a different
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modality for learning, and pushes creativity ‘thinking outside the box.” There has been a longstanding belief that online classes are easier and more accessible than traditional classes;
however, respondents indicated that online education could be just as rigorous as face-to-face
courses. Respondent 16 stated, “I have a Master’s degree from an elite institution that was a full
time on campus program. I am currently finishing an online degree from a respected research
institution that is a flagship public research institution. The online degree program is rigorous,
which has shaped my perception of online degrees.” The overall view of online quality has
improved over time. According to Allen and Seaman’s (2018) study, 77% of respondents rated
learning outcomes good or better between 2003 until 2012. Literature suggests that online
degree programs are at least equal to face-to-face instruction and continued to improve their
quality through enhanced technology, stronger accreditation standards and an increase in
oversight by accreditors and the Department of Education (Lederman, 2018b; Lederman, 2019;
Allen & Seaman, 2016; Simon, Sinclaire, Brooks & Wilkes, 2009). Students are choosing online
degree programs that are convenient and flexible. As colleges create more online opportunities,
they should capitalize in offering programs that are flexible, convenient, rigorous and low cost.
Online education is gaining positive traction Online and distant education programs
continue to grow each year to meet the demands of students and administrators. Online
enrollment has continued to increase while overall enrollment fell (Lederman, 2018a; Lederman,
2018b). According to the National Student Clearinghouse, students who took at least some
courses online grew by 5.7 percent from fall 2016 to fall 2017 (as cited in Lederman, 2018b).
Additionally, community college students were more likely to enroll in online courses compared
to other institution types (Lederman, 2018a). This increase is encouraging and helps further the
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acceptability of online degree programs. The trend has shifted in support of online education, and
there may not be as much stigma.
Accreditation and reputation create a viable online degree programs Accreditation
played a factor in education if the hiring committee questioned the legitimacy of the college.
Respondent 30 stated, “If the institution is accredited by a regional accreditation body, I see no
difference in online degree programs.” This finding fits in line with previous research. As noted
by Adams and DeFleur (2005, 2007), accreditation was mentioned frequently and was an
important consideration in evaluating education. Colleges and universities continue to add online
offerings to strategize and maximize long-term enrollment goals (Allen & Seaman, 2017). With
this mind, administrators should ensure online courses and programs are as rigorous as face-toface offerings and meet accreditation standards. Interviews of nine CEO’s and executives
suggested that as long as institution is rigorous and respected, it does not matter if a program was
online (Blore, 2017). Students who are interested in enrolling online courses or programs should
thoroughly research their degree program and ensure the program is accredited and not a diploma
mill. Additionally, colleges should consider providing easily accessible information regarding
the program, financial aid options, and employability to help students make better decisions
about online degree programs.
Stigma still exists but is waning While perception has shifted positively in the past, there
is still some bias towards an individual who holds an online degree (Friedman, 2017a). Research
suggests negative impressions are perpetuated by long-held beliefs and bias against online degree
programs (Blore, 2017). Due to this, employers may place more emphasis on names of programs
that are more recognizable and well-known. Respondents indicated that an applicant’s
experience outweighs the type of educational attainment; yet they do not always base their final
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decision on educational attainment. Often, it is a culmination of education, experience,
references, work history and cultural fit (Friedman, 2017b). Stigma surrounding online degree
programs also stem from accreditation issues and the lack of preparation for job. Respondent 42
stated, “I think previously the perception of online degrees was that they were easier and almost
a “bought” degree. However, with more people experiencing online degrees first hand, the
perception is changing and online degrees are more respected.” Online degree programs can
expand the scope of traditional education. Online degree programs can much more dynamic by
offering video, discussion rooms, virtual libraries and much more. The use of these tools help
create a more rigorous program that is easy accessible and realistic for anyone who is interested
in taking online courses (Lipsky, 2019). Lastly, the concept that education from a traditional
brick and mortar institution is superior to online education continued to be debunked every year.
For example, faculty and staff at Oregon State has continued to see an increase in enrollment
every year due to providing an online degree program that is meeting the needs of the learners
and adequately preparing them for the workforce (Lipsky, 2019).
Value and perception of education are difficult to ascertain. Perception of online degree
programs can be attributed through the lack of accreditation and rigor. There have been studies
that suggest online degree programs can be bought and there is lack of oversight to ensure the
“real” student is taking the course (Park & Craddock, 2017). The U.S. Department of Education
and accrediting agencies have consistently updated their standards to combat this issue (Park &
Craddock, 2017).
Online Education and Hiring process
Online education has minimal impact the hiring process The findings presented are not
conclusive nor do they explain all of the roles education plays within the hiring process in higher
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education but they do suggest that online education does not have an impact on the hiring
process within higher education. It suggests that individuals who have obtained an online degree
will be considered for employment as long as the program is accredited. Adams and DeFleur’s
(2005, 2007) research suggested that other factors such as job-related skills and experience are
equally important to employers. The findings are in line with previous research and suggest
experience, education, and applicant fit where experience job was the most important factor in
the hiring process.
The data suggests that employers in higher education have a favorable view of online
education. The respondents were employed at institutions that offer some online opportunities
for students. During fall 2017, the LCTCS colleges, who participated in the study, offered 8,692
class sections of which 1,377 were offered via web (LCTCS, 2018). This positive perception is
primarily due to personal interaction with online education. Allen and Seaman (2018) suggest
that administrator acceptance of online education as valuable and legitimate continues to grow;
however, skepticism among faculty remains high.
Additionally, the study indicated that online coursework does not influence the decision
to hire an individual. The findings differ from previous research by Adams and DeFleur (2005,
2007) and Columbaro and Monaghan (2009) that found employers preferred candidates with a
traditional degree. In fact, when reviewing applicants, online degrees or hybrid degrees does not
influence the hiring manager or committee. When reviewing applicants, employers do not appear
to prefer applicants who have a traditional degree. A degree, not the type of degree (traditional or
online) is a critical component in the hiring practice to ensure applicants are meeting the
minimum criteria for a position.

92

Colleges and universities are going to continue to add online offerings to strategize and
maximize long-term enrollment goals (Allen & Seaman, 2017). With this mind, administrators
should ensure online courses and programs are as rigorous as face-to-face offerings and meet
accreditation standards. Students who are interested in enrolling online courses or programs
should ensure they are enrolling in accredited institutions and not a diploma mill.
Quantitative and qualitative data findings appear to support perceptions of online
educations may impact hiring practices; however, experience is the most critical factor when
evaluating applicants. There was no significant statistical difference among demographic
characteristics such as race, gender, age, position or years in higher education. In both groups,
the perception of online degree programs was shown to be positively viewed primarily due to
personal and work experience.
Limitations of the Study
While the study provided valuable and generalizable information, a number of limitations
existed. The findings were limited to participants who worked at a community or technical
college in Louisiana. Additionally, participants had to serve on a non-faculty hiring committee.
Opening up the survey to other participants may have created a more robust sample size.
The participants of the survey were volunteers and may have an interest in the research
topic therefore increasing their likelihood to participate. Because of this, the responses may
impact the positive or negative opinion of online education.
Surveys can be a valuable tool to collect large amounts of data in a short period. The use
of an electronic survey tool increased the opportunity for emails to fall into “junk mail” and
therefore go unanswered. The survey was limited to 11 questions. Some participants also thought
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the email was spam. Interviews provided insight into perceptions; however, not all participants
who indicated they would participate in the interview did not complete the interview process.
Lastly, based on the responses, the information may not be generalizable to the entire
population within higher education, but it did provide valuable information and insight into the
perceptions of online education in higher education.
Recommendations for Future Research
The findings presented are not conclusive nor do they explain all of the roles education
plays within the hiring process in higher education; however, they provide insight into the hiring
practices in higher education and the perception of online education. The acceptability of online
degree programs in higher education is growing. The results indicate there has been a positive
shift in perception of online degree programs; however, potential students should be cognizant
that while acceptance is growing, some employers are still hesitant to hire individuals who have
online degrees (Friedman, 2017a). There continues to be a gap in the research on hiring
practices within higher education. While this study focused on community colleges in Louisiana,
future research could be expanded to include other types of higher education institutions such as
four-year public institutions, proprietary institutions, and human resource groups that may
include both private and public employers. Other types of institutions may not have the same
positive experience as observed in the study. Additionally, the study was limited to non-faculty
members and those who served on a non-faculty hiring committee. Opening the study to a larger
participant pool such as faculty members may show negative perceptions toward online degree
programs. Lastly, a review of new hire data (age, college attended, degree attainment) may
determine if there are connections between hiring, where the applicant attended college and the
type of degree attained.
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Implications for Practice
Potential students should thoroughly research online degree programs to ensure they are
accredited, reputable and provide rigorous coursework because hiring managers may not know if
the program was completed online but the topic may come up in interview process. Potential
students should also be able to explain why they chose the online degree program. The study also
informs administrators who are creating online degree programs about the importance of creating
and maintaining programs that meet accreditation, high quality, and rigorous standards. They can
ensure this by completing self-assessments and continuous review of programs. The increased
use of online degree programs changes the hiring process in that it becomes more difficult to
ascertain whether a program is completed online; therefore, it is important to educate hiring
committees on the different types of education attainment.
Conclusion
The researcher concludes that online education has a minimal impact on the hiring
process within higher education. It appears there has been a positive shift in the perception of
online degree programs. It was assumed online education would negatively impact the hiring of
applicants with online degree and there would be significant differences amongst the
demographic groups; however, this did not occur and there were no significant differences
amongst the groups. This may be due to increasing acceptability of online degree programs and
the growth rate that students are enrolling in online and distance education programs.
Respondent comments suggest that working in higher education and personal experience
shape perception. The comments also highlighted the process for evaluating resumes and vetting
of applicants. The information contributed to eight overarching themes:
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1. Experience is the most important factor in the hiring process.
2. Education is the foundation for obtaining employment
3. The applicant fits in with college culture, possesses a specific skill set and is a good
match for the position
4. Personal experience impacts perception
5. Online education is gaining positive traction
6. Accreditation and reputation create a viable online degree programs
7. Stigma still exists but is waning
8. Online education has minimal impact the hiring process
Additionally, the study suggests there has been a positive shift towards online education
due to personal and professional experience. The study may benefit potential online students by
providing some insight into the perceptions of online degree programs and the impact on hiring
practices. The study can also benefit administrators, employers and hiring committee members
by highlighting potential bias they may carry into an interview process.
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APPENDIX A
IRB Approval

Institutional Review Board
315 Administration Bldg.
Memphis, TN 38152-3370
Office: 901.678.2705
Fax: 901.678.2219

Consent for Research Participation
Title:

Employer Perceptions of Online Degree Programs: A Case Study
of Two-Year Community Colleges in Louisiana

Researcher(s):

Amy Cable, University of Memphis

Researcher Contact Info: (Phone) 870-926-4225 (Email) acaballr@memphis.edu

You are being asked to participate in a research study. The box below highlights key
information for you to consider when deciding if you want to participate. More
detailed information is provided below the box. Please ask the researcher any
questions about the study before you make your decision. If you volunteer, you will
be one of about __2400_____ people to do so.








Key Information for You to Consider
Voluntary Consent: You are being asked to volunteer for a research study. It is up to
you whether you choose to participate or not. There will be no penalty or loss of
benefits to which you are otherwise entitled if you choose not to participate or
discontinue participation.
Purpose: I am researching the impact of online education on hiring practices within
higher education. I am asking you to participate because you are an employee of a
college that is governed by the Louisiana Community and Technical College System
and you have served on a hiring committee for a non-faculty position.
Duration: The research will be conducted by phone, email or in-person at a location
convenient to the participant. The interview will last about 1 hour. There will be only
one interview. The duration of the study will not exceed one month.
Procedures and Activities: You will be asked to answer 11 open-ended questions
related to online education and hiring practices. You will then be presented with a job
description and two potential applicants in which you will choose an applicant. After
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the interview has been transcribed, I will send a copy of the transcript to you via email.
You will be asked to review the transcript and provide any corrections or clarifications.
Your comments will serve as a measure of credibility.
Risks: The only risk might be accidental disclosure of information. However, every
effort will be made to keep the records confidential and anonymous.
Benefits: You may benefit by having a greater understanding of the role of online
education plays on the hiring practice in higher education and may highlight any bias
that may exist. The study hopes to contribute to the larger body of knowledge.
Alternatives: Participation is voluntary and the only alternative is to not participate.

Who is conducting this research?
Amy Cable, Ed.D Student, Department of Leadership, University of Memphis, Memphis, TN
38152, 870-926-4225, acaballr@memphis.edu or Dr. Donna Menke, Assistant Professor,
Department of Leadership, University of Memphis, Memphis, TN 38152, 901-678-1477,
djmenke@memphis.edu.
What happens if I agree to participate in this research?
You will be asked 11 open-ended questions related to online education and hiring practices. You
will then be presented with a job description and two potential applicants in which you will
choose an applicant.
After the interview has been transcribed, I will send a copy of the transcript to you via email.
You will be asked to review the transcript and provide any corrections or clarifications. Your
comments will serve as a measure of credibility.
I will obtain the participants name, email address, and phone number.
The research will be conducted via surveys and interviews. The interviews will take place via
phone, email, or in-person.
The interview will be audio recorded.
What happens to the information collected for this research?
Information collected for this research will be used as a means to complete the dissertation
requirements as prescribed by the Department of Leadership. Your name will not be used any
published reports, conference presentations, etc… about this study.
I will share the transcript and final paper with the participant and my dissertation committee.
Information collected as part of the research, even if identifiers are removed, will not be
used or distributed for future research studies.
How will my privacy and data confidentiality be protected?
I promise to protect your privacy, security, and your personal information as best as I can
although you need to know about some limit to this promise. Measures I will take include:
109




Research will be conducted in a private setting.
The records of the study will be private. Any written results will be generalizable. The
data collected will be securely stored and only the researcher and individuals responsible
for research oversight will have access to the records. It is possible that that the consent
process and data collection will be observed by research staff responsible for
safeguarding the rights of the participants. I have been trained through the University of
Memphis Institutional Review Board. Your identity will not be disclosed as the names of
participants will not be used in the study. Each interviewee will be assigned a number
(https://www.random.org/lists/). Interview transcripts will be assigned a number. No
names will be on the interview transcripts. The list of interviewees and transcripts will be
stored separately from the interview transcripts. The list will only be available to me and
will be stored in a locked filing cabinet. I will only share the numbered transcript copies
with my dissertation advisor and committee. No official titles or job functions will be
used in the study. Following the analysis of the results and confirmation that all needed
data has been collected, the transcripts will be destroyed. Audio recordings will be
destroyed once a member-check has been completed. Consent forms will be stored
separately from interview transcripts and other research records.

Individuals and organizations that monitor this research may be permitted access to and inspect
research records. This monitoring may include access to your private information. These
individuals and organizations include:


The Institutional Review Board

What if I want to stop participating in this research?
It is up to you to decide whether you want to volunteer for this study. It is also okay to
decide to end your participation at any time. There is no penalty or loss of benefits to
which you are otherwise entitled is you decided to not be involved. Your decision about
participating will not affect your relationship with the researchers or the University of
Memphis.
Will it cost me money to take part in this research?
There are no costs associated with participation in this research.
Will it cost me money to take part in this research?
You will not be compensated for taking part in this research.
Who can answer my questions about this research?
Before you decide whether volunteer for this study, please ask any questions that might
come to mind. Later, if you have questions, suggestions, concerns, or complaints about the
study, you can contact the investigator, Amy Cable, Ed.D Student, Department of Leadership,
University of Memphis, Memphis, TN 38152, 870-926-4225, acaballr@memphis.edu or Dr.
Donna Menke, Assistant Professor, Department of Leadership, University of Memphis,
Memphis, TN 38152, 901-678-1477, djmenke@memphis.edu. If you have any questions about
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your rights as a volunteer in this research, contact the Institutional Review Board staff at the
University of Memphis at 901-678-2705 or email irb@memphis.edu. We will give you a
signed copy of this consent form to take with you.
STATEMENT OF CONSENT
I have had the opportunity to consider the information in this form. I have asked any
questions needed for me to decide about my participation. I understand that I can ask
additional questions throughout the study.
By signing below, I volunteer to participate in this research. I understand that I am not
waiving any legal rights. I have been given a copy of this form. I understand that if my
ability to consent for myself changes, either my legal representative or I may be asked to
consent again prior to my continued participation.

As described above, you will be audio recorded while performing the activities described
above. Recordings will be used for data analysis only.

Initial the space below if you consent to the use of [audio/video or photographs] as
described.

____I agree to the use of [audio recording

Name of Adult Participant Signature of Adult Participant

Date

Researcher Signature (to be completed at time of informed consent)
I have explained the research to the participant and answered all of his/her questions. I
believe that he/she understands the information described in this consent form and freely
consents to participate.
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Name of Research Team Member Signature of Research Team Member

112

Date

Appendix B
Electronic Consent
Email sent to potential participants
Hello, my name is Amy Cable. I am a doctoral student at the University of Memphis. I would
like the opportunity to interview you for my dissertation entitled “ Employer Perception of
Online Degree Programs: A Case-Study of Two-Year Community Colleges in Louisiana.” My
dissertation will seek to provide insight into the perception of online education from the
viewpoint of higher education administrators. My goal is to provide institutions of higher
learning an insight into potential bias when reviewing and evaluating potential employees.
Interviews will last about one hour and will be scheduled based on the times and locations most
convenient to the participant. Interviews will be recorded for accuracy and transcription. I will
not use any identifying information, only pseudonyms, in the transcript or in the final paper. I
will share the transcript and final paper with the interviewee and my dissertation committee.
Measures to protect confidentiality will be taken before and after the interview process. By
participating in the study, participants will increase their knowledge of online knowledge and
develop an insight into online education and its impact on hiring practices within higher
education.
I am grateful for your time and consideration and I hope you will be able to accept my request. I
can be reached by email at acaballr@memphis.edu or by phone at (870)-926-4225. My
dissertation chair is Dr. Donna Menke, Tennessee, Department of Leadership, Univeristy of
Memphis, Memphis, TN, 38152, (901)-678-1477 or at djmenke@memphis.edu.
Survey Intro
Have you served on a hiring committee for a non-faculty position?
1. Yes
2. No
Purpose: You are invited to participate in a research study on “The Perception of Online Degree
Programs: A Case Study of Two-Year Community Colleges in Louisiana.” This is a research
project being conducted by Amy Cable, student at The University of Memphis. It should take
approximately 5-8 minutes to complete. Participation is voluntary. If you volunteer, you will be
one of about 2400 people to do so.
Risks of participation: The only risk might be accidental disclosure of information. However,
every effort will be made to keep the records confidential and anonymous.
Benefits of participation: You may benefit by having a greater understanding of the role of
online education plays on the hiring practice in higher education and may highlight any bias that
may exist. The study hopes to contribute to the larger body of knowledge.
Confidentiality: Your survey answers will be sent to a link at QuestionPro.com where data will
be stored in a password protected electronic format. QuestionPro does not collect identifying
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information such as your name, email address, or IP address. Therefore, your responses will
remain anonymous. No one will be able to identify you or your answers, and no one will know
whether or not you participated in the study.At the end of the survey you will be asked if you are
interested in participating in an additional interview [by phone, in person, or email]. If you
choose to provide contact information such as your phone number or email address, your survey
responses may no longer be anonymous to the researcher. However, no names or identifying
information would be included in any publications or presentations based on these data, and your
responses to this survey will remain confidential.
Data Security: I promise to protect your privacy, security, and your personal information as best
as I can although you need to know about some limit to this promise. The data collected will be
securely stored and only the researcher and individuals responsible for research oversight will
have access to the records.
Contacts: If you have questions about the study, you may contact Amy Cable, Ed.D Student,
Department of Leadership, University of Memphis, Memphis, TN 38152, 870-926-4225,
acaballr@memphis.edu or Dr. Donna Menke, Assistant Professor, Department of Leadership,
University of Memphis, Memphis, TN 38152, 901-678-1477, djmenke@memphis.edu. You may
also contact the IRB Office at irb@memphis.edu or at 901-678-2705.Please select your choice
below. You may print a copy of this consent form for your records. You may skip any question
and exit the survey anytime. Clicking on the “Agree” button indicates that ·
You have read
the above information·
You voluntarily agree to participate·
You are 18 years of age or
older
1. I agree
2. I disagree and would like to exit the survey
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Appendix C
Survey
Directions: This section contains information about factors for hiring. Some of the information
deals with educational qualifications for prospective employees and the term "online-degree" is
used. For the purpose of this study, the following definitions are defined as:
Online degree: defined as a degree which results from a non-traditional program in which very
little classroom attendance is required. The programs tend to be taught to students via the
internet/web.
Traditional education: defined as no online technology used for 1 to 29 percent of course
content that is online through a course management system such as Blackboard or Canvas, to
support the primary use of the face-to-face format.
Please check the response that best describes your agreement, disagreement or uncertainty with
respect to each statement below: SD = Strongly Disagree = 1 D =Disagree = 2 A = Agree = 3 SA
=Strongly Agree = 4 U = Unsure = 0
Strongly Disagree
Disagree
Online education is largely an instructional
❏
❏
"fad."
The strength of online education is not in the
❏
❏
medium but in the way it is used.
Online instruction is not appropriate for
❏
❏
educating and training students in peopleoriented, fields such as higher education
administration.
With few exceptions, the completion of a
❏
❏
credential from a college or university is a
minimum requirement for professional
positions such as higher education
administration.
Online-degree programs are too informal
❏
❏
and tend to destroy the credibility of a
college degree.
In reviewing an application, it is more
❏
❏
difficult to evaluate a candidate from an
online degree program.
An online-degree granted by an accredited
❏
❏
institution is accepted on the same basis as a
traditional degree when evaluating a
prospective applicant's educational
background.
When reviewing applicants, I would choose
❏
❏
a candidate with a traditional degree
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Agree

N/A

❏

Strongly
Agree
❏

❏

❏

❏

❏

❏

❏

❏

❏

❏

❏

❏

❏

❏

❏

❏

❏

❏

❏

❏

❏

❏

❏

completed in a traditional program over a
candidate with an online degree from a
traditional university.
When reviewing applicants, I would choose
a candidate with a traditional degree
completed in a traditional program over a
candidate with a blended degree from a
traditional university.
When reviewing applicants, I would choose
a candidate with a traditional degree over a
candidate with an online degree from an
online university.

❏

❏

❏

❏

❏

❏

❏

❏

❏

❏

Do applicants with online coursework influence your decision to hire him or her?
1. Yes
2. No
Which of the following best describes the number of years you have worked in higher
education?
1. 0-3 years
2. 4-7 years
3. 8-11 years
4. 12-15 years
5. 16 or more years
Which of the following best describes your current position in your organization?
1. Administrative Assistant
2. Counselor
3. Coordinator
4. Director
5. Executive Director
6. Assistant Director
7. Vice Chancellor
8. Other
What is your gender?
1. Male
2. Female
Which of the following age category best describes you?
1. Under 25
2. 25-34
3. 35-44
4. 45-54
5. 55-64
6. 65 and over
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What is your race/ethnicity?
1. African American
2. Caucasian
3. Asian/Island Pacific
4. Latino/a
5. Native American
6. Mixed/Bi-racial
7. Other
Are you willing to participate in an additional interview (by phone, in person or email)?
1. Yes
2. No
First Name
Last Name
Phone
Email Address
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Appendix D
Semi-Structured Interview Guide
1. Describe your role with the college.
2. Describe your process of evaluating resumes.
3. What information on a resume is the most important aspect related to the hiring process?
4. Give me your personal and professional opinion regarding online degree programs.
5. What role does experience play in the hiring process?
6. What role does education play in the hiring process?
7. Do applicants with online coursework influence your decision to hire him or her? How?
8. When screening potential candidates for a position, describe how you scrutinize the individual’s
educational background.
9. Does experience outweigh the type of degree an individual has obtained?
10. What has affected your perceptions of online degree programs?
11. Choose between the following candidates (will show job description and sample resumes for two
individuals.
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